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Dear Educators and Concerned Citizens:

On behalf of the I11inois State Board of Education, I call your attentiom

to the attached reports concerning the preparation and performance of !
I11ino1s educational personnel. I invite you to review these reports and

to inform us of your response to them. - B

These reports, a part of an on-going study of the quality of the preparation
and performance of I11inois educational peisonnel, emerged from the deliber-
ations of four panels representing segments of the I11inois educational ,\
community: school board members, school administrators, classroom teachers,
and teacher educators.

I want to acknowledge the contributions all these panelists have made toward )
our goal of more effectively preparing and utilizing professional educators

in our public schools. The reports indicate that they did not shrink from
addressing difficult issues and. that they diligently sought to develop prac-

tical ways of addressing these issues. They deserve the highest commendation

both from their colleagues and the public for their work.

- After review and discussion of these reports with the State Teacher Certifi-
cation Board, a preliminary staff report {dentifying recommendations for im-
proved practice in the areas of preparation, recruitment, selectjon, perfor-
mance and staff development of personnel will be presented to tMg State Board
of Education 1; April, 1983. ' .

" As we examine the topics of the preparation and performance of I11inois educa-
tional personnel, we welcome your advice and comments.

Sincerely, . \\/

-~ 27774

Donald G. Gi11 ,
."State Superintendent of Education

\
+
188 West Randalph Southerm {ino1s Regionat Office
327 c%?cu o Hingis G(D)w' First Bank and Trum‘J Buildin
312/753.2220 Suite 214. 123 South 10th Street
\ Mt Vernon, illincis 62664

ke 616/242.1676
4Lr EQu et Opporturuty 1 Alfirmative Action Emptoyer 3 ’
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A Study of the Quality of the Preparation
- and
Performance of Educational Personne!

. Overview of Reactor Panel Recommendations

Introduction:

In 1981, the State Board of Education undertook a study of the quality of
the preparation and performance of educational personnel. This study,
initiated in 1981, has included preparing reports (separately available)
describing (1) currens practices used by teacher education institutjons to

assess candidates completing programs leading to certification; (2) current

. practices used by school districts to recruit, employ, and evaluate

~personnel and 1n staff development; and (3) policies adopted by other
states. Subsequently, as called for by the study plan, four reactor panels
representing various aspects of the I111nois educational community were
convened to consider problems and concerns that these repérts suggested.

During Fall, 1982, these panel§ -- comprised of representatives ofgschool
administrators, classroom teachers, school hoards, and teacher education
institutions -- met to 1dentify issues and potential solutions to them.
Another panel comprised of representatives of each of the four panels met to
consider the issues and solutions contained in the reports of each panel,
The following summarizes the deliberations of these panels about the
following areas: . . '

1. Recruitment into Preparation Programs -

2. Assessment in Preparation Prog}ams_

3. Recruitment and Hiring Practices of Districts

4.  Assessment of on the Job Performance of Educational Personnel
5. Staff Development.

Major Themes of Panel Deliberations:

These major themes emerge from the issues and suggested actions identified

by the panels:

1), While the panels recognized that improving the effectiveness of the
preparation and performance of educational personnel requires the
collaborativé efforts of various agencies and groups, the panels
viewed the State™Board of Education as needing to provide continued

* leadership and guidance in a number of critical areas.

2) While the panels examined five separate major sets of issues, the
outcomes of their examination repeatedly evidence a need for
viewing policy in this area from a perspective that considers the
total career of the educator -- from early career decision-making
through continuous professional development.

¢ 7&
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3) The policy suggestions developed by the panel call for five general
~ kinds of action: S . ‘

a. Improving public awareness regarding current efforts:

v This general strategy is proposed as a means of ‘a
.  addressing problems: (a) in recruiting individuals - -

into preparation programs; (b) in creati o
non-economic incentives and support for #ndividual,
or groups of, gersonneI performing above expected
levels; and (c) in informing the public about
existing means of assuring quality in the .
preparation and performance of educational personnel.

b. Insuring coordination among agencies, institutions, and
groups: ' . :

Improved coordination is viewed by the panels as
necessary to improve: (a) recruitment efforts, both
4 into preparation programs and into school district
positions; (b) articulation of various levels of
\ undergraduate preparation, particularly between
- . community colleges and senior institutions; and (c)
continued efforts in staff development.

c. Conducting further review and research:

The panels suggest further review and,resegré; in
principally three areas: (1) the bases on which
individuals elect to pursue or not to pursue careers
in education; (3) requirements for admission into '
graduate-level preparation programs; and (3)
capacities and skil1s needed in various educational
roles, particularly printipals. , :

d. Setting State-level expectations: : ’

Securing improvement in several areas requires, in
the panels' view, state-level action through
regulatory procedures or articulation of clear
policies. Among these areas are: gt}%stlndards for

W admission to and graduation from pr ation
programs; (2) description of responsibilities
associated with positions in local districts; (3)
procedures and purposes of staff evaluation; and (4)
staff development programming. .

e) Establishing State funding commi tments:

To make pursuit of careers in education attractive -
to well-prepared and talented teachers, the salaries
of teachers, in the view of the panels, must be

Q ) N »
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increased to become competi®ive with those of other

comparable professions. Improving the effectiyeness
of staff development will also require commitment of
additional state resources.

OQutcomes of PaneI Deliberations:

1. The following summarizes the areas in which the panels achieved
consensus: '

A.  Recruitment into Preparation Programs

The panels coﬁETGZ?d that 1ittle 1s being done to attract better
students into feacher education, particularly minority students,
and that there is a need to establish clear and more rigorous
requirements for admission into institutions and particularly for
adnission to teacher education programs.c The panels reached
similar conclusions regarding requirements for admission to

. graduate level programs preparing administrators and school service
personnel; they could find 1ittle evidence that school districts
and universities cooperate in identifying potential candidates with
leadership potential and other desirable qualities. .

. The recommendations of the panel included:

(1) Coordirating efforts among school boards, principals,
teachers, and guidance personnel and the media to improve th
public image of teachers and teaching in order to attract

- talented students, including minority students;

(2) Achieving salaries cémpetitive with other professions as well
as eﬂghasizing benefits specific to preparing to teach and -
teaching; . .

(3) Estabtishing a 1oan and scholarship program for prospective
teachers in shortage-areas, e.g., mathematics and science, and
developing tax incentives and loans, with forgiveness

. features, for well-qualified students preparing for
administrative and school service careers;

(4) Establishing clearer and more rigorous requirements for
adnission to institutions and programs, at both the
undergraduate and graduate levels, and then disseminating
them widely so prospective students may acquire the necessary
academic :pd experiential background; :

(§) Resolving issues regarding the articulation of community
college preparation with that required at senior institutions
« so that students will not be disadvantaged and controls on
quality will not be compromised;

ERIC | 9




(6) Conducting research in two areas to (1) determine why
" college-level juniors did or did not select teaching as a
career; and (2) determinine what admission and preparation
requirements are reliable in identi fyingprospective
adninistrators and school service personnel.

B. Assessment in Preparation Programs

The panels examined both undergraduate and graduate programs. The
panels concluded that: (1) it is not clear at what points in
preparation and on what standards candidates are assessed; (2)
professional education offerin?s need to be more intellectually
challenging and up-to-date; (3 practical experience components
' need to be improved and policies regarding them more rigorously
' ' enforced; and (4) faculty in programs need to acquire knowledge and T
expertise both about current developments in public schools and
about supervising candidates. ,

The panels' major recommendations included:

(1) Identifying major points in undergraduate and graduate-level
programs at which candidates must be evaluated and establish
| , . mul tiple criteria which candidates must meet at each of these
| points, particularly at the point of exit from the program.
| ' The panels specifically recommended-that these multiple
| * criteria include character references, recommendations,
academic achievement and performance in practical settings,
and, at the undergraduate level proficiency in reading, -
‘writing, mathematical reasoning, and computation; co

(2) Assuring that institutions adhere to Commonly accepted good
practices in the conduct\of clinical experiences;

(3) Lengthening the required time for student teaching to one
semester (16 weeks) and establishing policy specifying the
length and character of clinical experiences at the graduate

" level; .

(4) Requiring institutions, as a part of the program approval
process, to demonstrate that faculty possess requisite
knowledge and ski11 to supervise clinical experiences, have

. backgrounds related to public schools, and are -consistently

- rewarded by institutions for working in these areas.

C.- Recruitment and Hiring Practices of Local Districts ‘

The panels identified several constraints preventing more effective
recrui ting and hiring of personnel:. (a) failure of many local
districts to develop accurate descriptions of professional
positions; (b) -absence of a commonly accepted code of ethics to




D.

govern recruiting and hiring; (c) absence of written policies
concerning these areas at the local level; (d) certification
requirements and other employment qualifications developed by the
state which may not-be job-related; and (e) 1ack of coordination in
recruiting and hiring,

The panels proposed these major recomme‘gations:

(1) Requiring districts to conform to state-level expectations in
recruiting and hiring practices by requiring districts to_(a)
develop and follow written policies concerning recruiting and\
hiring, including provisions for equal opportunity employment;
and (b) develop accurate descri?tions for each professional
position, including the curricylar and extra-curricular
responsibilities associated with the position;

(2) Reviewing certification requirements and other state level
employment qualifications to determine their necessity and
job-relatedness, and making permanent certification dependent
on one-year satisfactory performance;

'(3) Studying the reasons why those already certificated do not

seek school positions and providing them with current

information about the benefits of school employment and a

support system for re-entering the system; A

(4) Establishing a systematic means, probany computer-based’' and
state-administered, of {denti fying available positions, o
accurately described, and potential applicants;

(5) Encouraging prospective personnel to meet qualifications in

two or more areas.
\ -

Assessment of On-The-Job Performance

‘The panels identified as issues neediné attention: (1) the laqk of

formal procedures for evaluating the performance of school
personnel; (2) the lack of resources and expertise to carry out

- effective evaluation; and (3). shortness of the present probationary.

period.

The panels made the following recommendations, among others:

(1) Develaoping criteria for evaluation based on'"Job speci fic"
research which discriminates between satisfactory and
unsatisfactory performance; ) ¥

(2) Requiring annual evaluation of all professional personﬁeI
based on multiple criteria, including student achievement;

) 11
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(3). Distinguishing between the process of evaluating _for‘;iurposes

. improvement;

” Lo R

of retaining or dismis5ing and evaluating to assist in . S.

(4) Using the outcomes of evaluation as.a means of recognizin
important contributions; . .

(5) Developing a system to assist districts in assembling the

V4

resources and expertise necessary to carry out effective v

~ evaluation programs;

(Gf Extend the time of the present probationary period.
S - . :

Staff Devejopment

In the area of staff development, the pangI;‘identifigd the .
following problems: (1) staff development in I11inois is 8
fragmented, uncoordinated, and inadequately funded; (2) staff
development is not carried out in consistent fashion across the
state; (3) there is no clear relationship between staff development

" and certificate renewal: and (4) staff development needs to be

M

©

designed to serve a variety of professional and district needs.
The following summarize the panels' recommen§ations:

(1) Ded:e1 ing state guidelines regarding ﬂﬁl‘&?ﬁnsti tutes .
- adequate staff developmeiit and requiring districts to prepare
five-year staff development plans to be reviewed and approved

by the I11inois State Boaird of Education; .

(2) Urging the federal government to consolidate categorical funds °.

and to relax regulations permit effective use of federal

“ money for staff development; ) .

(3) ReaTlocating higher education and regional suﬁerintendqpt
fiscal resources to support staff development;

(4) Developing staff develé}nent programming to focus on the

speci fic needs of groups of persopnel, e.g., those who are
beginning, those preparing for expanded or new assfgnments,
those who need to remediate; . ~-. ., J

(5) Requiring evidence of professional growth as a condition for
renewing certificates;

(6) Developing models for delivery of staff development at the
regional and state levels assuring sustained collaboration
among local districts, regional service units, institutions of
hfgherteducation and other providers of staff development -
support. :

12
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I1. The following summarizes the areas about which the panels did not
achieve consensus: o . o

‘The outcomes of the panel 's. del.iberations included {dentification

of areas in which consensis“was not reached. . Failure to reach
consensus did not occur because of di sagreement about whether a
specific problem or issue.exists and needs addressing but because
of di fferent views ajout a particular proposgd solution.
Frequently it occurred because the proposal was regarded as too
specific or, because of differing perceptions about:the
effectiveness of current or suggested policies -or practices,
Examples of these areas are provided below: .

-~

14

. 1.7 _The school board panel recommended that the role of the
C educatifongn service regions should bécome non-regulatory .

and that receipts currently?collected by regional _
superintendents for renewipg and registering certificates
should be allocated tb school districts for use in
implementing approved staff debelopment plans. School
adninistrators objected to this proposal because of the
radical change proposed in the role of the regional
s‘uperintenGent. ? .

2. " The classroom teachers recommended relying on tollective
- bargaining as a strategy for improving the working
conditions of teachers and making teaching careers more
attractive to prospective teachers. School board and
¢ School-administrator panelists did not.view this strategy
as- delivering the desired result. K ‘ :

3.° Higher education panelists proposed: _Hs:}ng _

" requirements concerning the common core-of work at the -
high school level that applicants would need to present
for adnission into teagher education programs. Schoo!l
administrators objected to the specificity of the

= " recommendation, and while agreeing that high school K
" .7 graduation requirements merit review, suggested that this
.. issue b¢r addressed in other contefts. //‘

s

"4.  The school board panelists recommended that higher

. education faculty and administrators directly ‘
participating in preparation programs be required to
spend one-half day for a semester everys five years in a.
public school role related to thdir teaching or
adninistrative assighments. The higher educatjon

- panelists objected to the specificity of the ioposa'l
~while recognizing the necessity of faculty d lopment.

Other areas on which consensus coul d:‘hot be reached concerned
differentiated staffing, job sharing or part-time teaching,

-

responsibilities assocated with extracurricular activities,

assignment of penalties in cases of individuals breaking contracts,
and fuhding for staff development. :

o ‘
L . .
. . ’ w :
' . . * : ~y
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: FINAL REPORT ON THE REACTOR PANEL WORK ~
RELATED TO THE QUALITY OF EDUCATIONAL PERSONNEL STUDIES
OF THE PUBLIC SCHOOL SYSTEM IN ILLINOIS

Background for the,Studies

Since 1975, the State Board of Education has taken several actions designed
to improve the preparation of educational personnel: (1) the Board adopted

‘a set of standards and criteria to be used in the review of teacher educa-
.tion, institutions and their programs; (2) the Board supported ‘1egislation

i\

which became effective July 1) 1981, requiring all applicants far certifj-

‘cates to complete approved programs; (3) the Board has periodically reviewed-

the supply of professional educators, urged institutions to improve the
quality of preparatory. programs, and monitored the quality of these programs
tnrough a-continuing review system; (4) the Board has adopted a policy to
work closely with the I11linois” Board of Higher Education in the approval

~of new preparation programs, and (5) the Board adopted requirements for

increased field experiences as a part of all professional preparation pro- .
grams. . _ ‘

The effects of these‘actions have become noticeable in the character of
the preparation offered by institutions and will likely become even more
pronounced in the future.

Even though the State Board of Education has taken a number of steps designed
to improve the preservice preparation of school educators (teachers, admin-
istrators and school service persognel), a number of issyes regarding the

-quality of educational personnel its the Board's attention. These issues

involve: (1) preservice prepggation; (2) the pevsonnel practices of employ-
ing districts, and (3) additidhal state.involvement in the preparation and
certification processes. ’ ‘

In 1980, Governor Jg‘es R. Thompson expressed to the Joint Education Com-
mittee the concern taxpayers and their elected representatives in
INlinois regarding such issues as: ’

-Public support for education. .
-Conflicts‘over the priorities of education..

-Falling test scores.

-Declining student populations. A

-Need to attract and keep talented and highly motivated teachers.
-Increasing financial and social rewards of teaching.

-Provision of innovative curriculum and instructional strategies.

- ’ . -
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In September 1982, the I.S.B.E. comp]eted‘the following studies:

-

A Study to Assess the Quality of the Preparat1on and Performance

of Educational Personnel

Overview of Po]icy Impiications of the

Study Reports

'

Study Report #1 - District Selectionf and Assessment
of Educat1ona1 Personnel

Study Report #2 - Institutional Assessment of
Prospective Educati
Personnel in Undergraduate t

Programs

al

Study Report #3 - Inst1tut1ona1 Assessment of
Prospect1ve Educational
~ «Personnel in. Graduate

Programs

/Study Report #4 - Assessment Programs and
Pol1c1es of Other States

A\Summary of Reports to the State Board of Education on
Continued Professional Deve]opment (Inservice Edycation)

Recruitment and Retention of Teachers:

Joint Education Committee

A Report to'the

I11inois Teacher Supply and Demand, 1981-82:

| %

15

Summary and Data Tables
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In September, 1982, Reactor Panels were formed from lists of names
submitted by professional organizations. to the 1.S.B.E.. The strat-
ification of education, kindergarten through graduate school, was ‘con-
sidered representative of the diversity in the state of I1linois.” The
panelists were selected from the ranks of ctassroom teachers, adminis-
trators, school boards, and higher education. , '

g

Each group of eight~mét for two days during which time théy defjned sa]fént'

issues from the studies and made recommendations for their solutions. They

alsP designated agencies responsible for implementation. "

.
-

Two members from each “job alike" ‘panel were then selected by the four

groups to represent them on a'"Panel of Panels." This "Panel of Panels" -
determined issues and recommendations for change upon which. theyxe were -
strong agreements. Issues upon which consensus was not possible also
surfaced and clear ratt™dnales for differing positions taken by the repre~ --
sentatives from the four groups may be found in the attached reports.

-

The *following headings were used by all panels to categorize their i%sues;
with recommendations: '

. . *

Recruitment into Teacher Preparation
Assessment -in .Teacher Preparation Programs

. " Recruitment into Graduate Schools -
.

o

ecruitment in Teaching and Other School District
Positions e

Assessment of In-School and District Hiring Practices
and Retention Rates '

-

.Assessment of On-The-Job Performance

d_' . Continued Professional Development

The last meeting of the Reactor Panels was held on December 6-7, 1982 and the

written réport was submitted to 1.S.B.E. on January 14, .1983. This report
included policy recommendations for consideration by the State Superin-
tendent of Education, Dr. Donald G. Gill, and his staff.

.A presentation of'panel recommendations was made to the I.S.B.E. Certifi-
" cation Board January 21, 1983. This presentation was based upon the

four original documents and the following summary.

v




ISSUE I:

. Suggested

. competitive w1th other professions with, similar amounts of .

~ AREAS OF AGREEMENT ) “Panel of Panels"

Springfield Hilton

UNDERGRADUATE TEACHER PREPARATION December 6-7, 1982
RECRUITMENT INTO TEACHER PREPARATION'PROGRAMS

Current data indicate that little is being done presently to
attract the bettei students into teacher preparation programs

with the result that -fewer students elect to enter teaching
_ and many of those who do enter show evidence .of lower aca-~

demic ability.

Policy of Action * . , d
Launch a campalgn through the principais, teachers and QU1dance

counselors in _public schools and in the media en local, state,
and nationa) ieveis to improve the public image of teacheks.

Areas of excellence in curriculum and instruction should be
recognized and publicized. The positive aspects of teaching
arid learning in the»pubiic schools of I1linois should be: identified

_ and recognized.’
"In the promotion’of education. as a career, emphasis couid be

placed on the premise that a teacher education background serves
a dual function: ‘ ’ A '
a) a lifetime career in teaching, |
b) as a preparation for Tife/other types of careers in
"business or social-service.” -

High schooi students who demonstrate ability in science and math-

ematics or other cyrricular areas in short supply should ‘be award-
- ed sgholarships to.enter teacher education programs in these

curricular areas. Loans could be forgiven after teaching three
years in Illinois.

- Teacher education programs couid attract better students by

offering more challenging and intellectually stimuiating courses
A policy shouid be established to achieve salaries which are

training.

@

Groups or Agencies Responsibie w

L. E A.'s, Colleges/Departments of Education, I.S.B.E.




ISSUE II:, ’There is a shortage of talented minority students who select
teaching as a career. '

Suggested Policy or Action
“Minority students who demonstrate an aptitude for teaching

should be encouraged at both the high school and college levels
‘to pursue a career in teacher education. ' :

Groups or _Agencies Responsible

L.E.A.'s, I.H.E."'s, 1.S.B.E.

ISSUE 111+ Requirements for admission to colleges and universities with
‘ teacher education programs vary extensively. .

- Suggested Policy or Action

Minimum criteria for college admission should be established .
in the state of I11inois and made public in order that high |
school students may select the subjects necessary to meet stated
course requirements: for college admission. \ e

-

" Groups or Agéncies Rééponsible )

I.S.B.E. and Institutions of Higher Education/Collegeé of Education
N P S, 1 N
ISSUE IV-:. Admissjon rquf%éments into teacher education programs such as .
. grade point, averages and faculty recommendations may not be
- rigorous enough the ensure the énrollment of academically able
. students. There.is evidence that declining enrollments among
college students electing to enter -the teaching profession along
with purported grade inflation may exert.a negative influence
upon this step in the quality control process. .

]

- . . .
a ’ ~ : ‘ .
>

Syggestéd\Policy or Action

U Criteria for admission to teacher education programs should
. i include strong.evidence of academic ability, and an acceptable
.o : Jevel of proficiency in oral and writfen communication, with
v ‘ oo .- adequate-computational skills. Human relationship skills and '
w . emotional stability should also be. among the criteria considered .-
t - essential for admission. Entrance requirements for elementary
and, secondary majors should differ. '
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Groups or

- Suggested

Grouﬁ;jor

ISSUE VI:

" Suggested

Groups or

|}

Agencies Responsible

Institutions of Higher Education/Colleges of Education, Communit
Colleges, I.S.B.E. ' .

4

The communication s&stem between high schodl and college educa-
tors is ineffective in many districts in I1linois as it-relates
to the recruitment of teachers into teacher .education programs.

Policy or Action ' '

A communication system between L.E.A.'s and I.H.E. should be
developed which includes clear academic requirements for
admission. Representatives from Colleges/Departments of Education
should assist with such endeavors as career nights in the -

public schools. A review of standardized test scores by the

high school might also help in the identification of potential
teachers.

A survey of a random sample of college juniors should be under-
taken to ascertain why the students did or did not select
teaching s .a career.s This would be useful in developing work-
able plans for the recruitment of prospective teachers.

‘

Agéncies Responsible

L.E.A.'s, I.H.E., I.5.B.E.

There is an "open admission policy" for students from community
colleges to public universities in the state of I1linois.
These transfer students constitute an average 40-60% of those ,
in teacher education programs and these students may or may not
be able to meet requirements for admission to the university.

-

Policy or Action .

. Agpropriate counseling of community‘college students who aspire
to

become teachers should be instituted at the community college
prior to transfer. Transfer students should meet the same cri-
teria for entrance into teacher preparation programs as do the
regutar four year students. _ »

NﬁanQies Responsible

" Boards of Higher Education, Institutions of Higher Education/:
.Colleges of Education/Departments of Education, Community College

Board, 1.S.B.E. . *

19
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ISSUE 1:

Suggested

UNDERGRADUATE TEACHER PREPARATION
ASSESSMENT IN TEACHER PREPARATION PROGRAM

N ' . ‘
The first quality tontrol point for initial assessment deals
with college admission and the second with standards for admis-

sion into teacher education programs. These entrance require-
ments vary extensively. ' ‘ . : .

Policy or Action -

Strengthén standards for adﬁission to teacher education b
requiring more stringent minimum réquirements in the pfﬁﬁﬁam

. approval process. Requirements should be based upon multiple
+ ,criteria. : .

The number of students being admitted'to teacher education'pr01
grams who are not meeting the standatds for such things as
basic skills and background course work should not exceed 10%

‘and individual program plans to remediate deficiencies shauld be

Groups or

ISSUE II:

developed.and implemented for those students prior to full

admission. : - o
Articulation between(community,cblleges and senior level institu-
tions of higher education needs to be improved to insure uniform

standards and requirements for admission to teacher education
programs.

*

Agencies Responsible

1.5.8.E., Colieges/Departmégt of Education

The standards and focus of the assessments of student performance

in teacher preparation programs are often neither clear nor useful

_ 4p developing qualityteachers.. It s not always explicit at what

Suggested Policy or Action

points, and on what miimum standards of performance,assessment
in teacher preparation programs occurs.

-
dh

\

Precise points should bé delineated for quality control such as:
1. Admission to the college or university. ,

2. Requirements for entrance into the Teacher Education
Program at the college or university such as character
references and G.P.A. with recommendations from
professors in student's major and minor fields of con-
centration. ’

A '

3. During the 100-hour required pre-student teaching
experience taken in conjunction with professional

20
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ISSUE VII: Some of-the professional education courses are taught in the

community colleges resylting in problems for transfer students
because of a wide variety in academic requirements. )

Suggested Policy or Action

Colleges/Departments of Education and Community Colleges should
coordinate their efforts to account for the 100 hours clinical
experiences taken in conjunction with professional education
eou;:es. Course content and requirements should be equally de-
manding. .

&

Groups or Agencies Responsible

Board of Higher Educat;bn. Institutions of Higher Education/
Colleées of Education/Departments of Education, Community
College Board, I.S.B.E. o

21




Unions

‘. .

» Groups or Agencies Responsible :

1.S.B.E., I.H.E., L.E.A., Teacher Unions

'ISSUE iV: Clinical experiences and the amount of time allocated for student
. teaching vary extensively in I1linois.
%

;%%ourses should include appropriate diagnostic and pre-
~.scriptive procedures. This should be developed by

Groups or Agencies Responsible

1.5.B.E., Colleges/Departments of Education, L.E.A.'s, Teachers

ISSUE II1: Admission policies for student teaching progfams vary extensively
) * and academic' rigor myy not always be required. Pre-student teach-
ing clinical experiences also differ in quality. .

Suggested Policy or Action

. - ¢

Coordination between 1.H.E. and teachers at‘the L.E.A. must be
improved so that cooperating teachers ‘are properly oriented as

to their role and responsibilities and are not inundated with
unsupervised college students. Academic rigor, along with an
~acceptable level of performance in the field, must be demonstrated
prior to admission tq student teaching. : : '

Erequent supervisory visits by qualified and experienced college .
faculty must be required in order to monitor .and assist student
teachers when necessary.

-or
° e
- ' 1 9
' .

folleg?s/Departments of Education in cooperation with
.E.A.'s. : v

—

Prior to, duriﬁo. and at the end of %he student teaching
experience supervised by well prepared university professors
with reasonable supervisory loads, and qualified cooperating

teachers who have time and the expertise to,.do the job,

Before being approved for certification, students should
meet minimal requirements in basic skills (reading,

writing, math reasoning and computation), prove adequacy -
in major and minor content areas, and demonstrate suc-
cessfully that they possess teaching skills (rapport

with students, classroom management, etc.) through

student teaching evaluations. Colleges/Departments of
Education could then document such exit skills as intel-
tectual achievement, social abilities and teaching per-
formance prior to recommendations for certification.

7

-

2




Suggested

N

Groups or

Suggested

Groups or

ISSUE VI:

Suggested

Groups or

Policy or. Action

The I.S.B.E. should increase minimum time requirements for
student teaching to a semester or two quarters. Time for
quality supervision with assessments of clinical experiences and
student teaching in the public schools could then maximize ben-
efits to all concerned.

Agencies Responsible

I.s.B.E., L.E.A., CoTleges/Depart@entS of Education

& s

’

‘Antiquated requ1remézts for certification have not provided the
necessary motivation for the development of current course
offerings in teacher education programs. €

Policy or Action

The professional course requireménts for teachers should be
restructured and updated to include timely areas. Such things

" .as career education and computer work may be integrated into

appropriate courses.

/

Agencies Responsible

1.S.B.E., L.E.A., ‘I.H.E.

" The matriculation of transfer students from out-of-state community

colleges dand universities may have an adverse effect upon the
quality control process.

Policy or Action

Transfer students should have prerequisite courses and clinical
experiences similar to those taken by anyone else entering an
approved teacher education. program in the state of I1linois.

Agencies Responsible

Community Colleges, I.S.B.E., I.H.E.

23




ISSUE VII:

Suggested

Standards and guidelines for public schools and colleges of
education regarding the placement and supervision of prospective
teachers during the clinical and student teaching experiences.

Policy or Action

o~ —
Student teachers should be placed with a cooperating teacher
having at least three years of successful classroom experience

_in public education.

Groups or

ISSUE VIII:

Suggested

4

A ' . | - “24‘ ' ‘ ’

Schools should be required to meet specific standards for the
acceptance of prospective teachers for the clinical and student
teaching experiences. Guidelines should be established for the
clinical -and student teaching experiences. This should be a
state-wide endeavor involving the groups iqsntified below.

Agencies Responsible

P?o%essiona] organizatibns for teachers, principals, higher

education and the 1.S.B.E. \

There is scant evidence that those who teach professional

courses in Co!leges/Departments of Education actually supervise
their students in the public schools. This lack often results

in many potential teachers not receiving maximum benefits from
thésAefperience and may impose an unnecessary hardship upon the .~
L.E.A.'s. )

.

Policy or Action

Field experiences taken in conjunction with professional course
work must provide opportunities for pre-service teachers to
benefit from meaningful diagnostic and remediation procedures.
The. 100 hours of clinical experience should be designated
appropriately to courses taken throughout the prospective
eacher's program. Care should be taken not to place too many
college students in a class or school. These pre-service
teachers must be given definite assignments and supervised care-
fully in order that this requirement will not place an unnec-
essary burden upon the school system. .

The supervision of education majors in the 100 hour clinical
experience and during student teaching should be under the
auspices of the College or Department of Education. Those who
teach special methods courses in the secondary disciplinds should
have had some public schpol teaching experience as well as train-
ing in criterion-referenced supervision.

¢
S on

N ~
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Groups or

The clinical experiences should enable the education major to
begin to demigstrate skills documentad by research as essential
e

to effective teaching eéarly in the program while affording an
opportunity for the individual to make a firm commi tment to the

career of teaching.

Agreements for student teathing should be three-party agreements
involving the student, the university, and the host district.

Criterion-referenced supervision, on the part of college pro-
fessors, should be frequent and effective as it relates to
working with college students, student teachers, cooperating
teachers, and others in the schools.

-

Agencies Responsible

1.S.B.E., L.E.A.'s/Local School Boards, I.H.E.

25
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ISSUE I: .-§\\;2e requirements for adﬁission into graduate schools and :Lo- . )

Suggestéd

Groups or
(4

ISSUE II:

Suggested

L.E.A.'s, Local School Boards, COIIeges/Departments of Education

] o

GRADUATE PREPARATION -
. RRCRUITMENT INTO GRADUATE SCHOOLS ' i

ams within those schools vary in I11inois and do not provide
an adequate assessment of the applicant's potential to become
effective school administrators and counselors or supefvisors.

e

Policy or Action

L’E.A}'s should assist yn the identification of, leadershity = <
potential in their districts and work closely J?ﬁtho11gggﬁt e
Departments of Education in recohmending potential studeshts. / .
for graduate programs . g T EpsRe

. - -
. . ey .
~

@ - . il T
Specified criteria or requirements should inglude priorzggir-"
tification with successful classroom teathirit expePience-.al

with recommendations from the local school d¥§trict.d§”" t ‘o
candidate's human relations skills and leadersh{p\potential.

o ) ’
Longitydinal data or follow-up procedures should be, instituted —
to“determine the graduate's success in administrative 6r - ¢
counseling positions so that graduate schools can evaluate °

their admission standards and programs.

Agencies Responsible ‘ : Lt

L)

The curricula in graduate proqrams for administrators, super-
visors and counselors do not always include provisions for the '
development of ‘competencies considered. essential for these posi-

tions in public school systems. ‘

Policy or Action
Competencies necessary for the effective performance of princi-

pals, supervisors, and counselors should bp identified from
research literature and be included in courses taught in the

- graduate programs.

*

Much of this coursework can be taught more effectively in the

,school‘setting during an extended internship. -

.
~




. - . A o" » ' » ‘ .
ocal school boards éhould recoqn1ze their respons1b111ty to
Col eges/Departments of Education by prov1d1ng accurate  and

i- 1y reports to the Jinstitutions concerning the bn-the-job
[ R gﬁr{ormance of their graduates in these areas. Graduate
> , Tho

, the. 1mprovement of prpgram effect1veness..
T ) v : . o P
] : Gnoups or Agenc1es Respon51b1e ’

. \a;.»

hools may use this information to assist in evaluat1on and.

e e L.S.B.E:, C‘ﬁleges/Departments of Education, L.E.A.'s
U ISSUE III:  The lack of qual1f1ed students entering graduate programs in
e . - education is expected to have,adverse effects upon the qua11ty

CEE . '.JN-' o of 1eadersh1p in the pub11c schools of I1inois.

-

~

Su ested Pol1cy or Act1on
agested

<

Y Y *. ,progra fn’egggatipn by: 1) publishing and d1ssem1nat1ng
Ca o " information depicting the merits Of approved programs in
L . graduate education in I1linois; 2) mak1ng loans available
» to graduate students in education with 'forgiveness features
based on effective service in the pub11c schools, and 3) by

deveJop1ng state tax incentives.

).

4 Groups or Agenc1es Rt-.spons1b1e

T ~ 1.8.B.E., I.H.E., Legislature

I . | . |

S ISSUE ‘IV: There is a need for more selectiv1ty in the acceptance of
e e graduateestudents—4ntb_advancedeegree,prngra

. o ‘ .
l‘ - .

Suggestsd Pol1cy or Act1on

Entrance re u1rements for approved graduate programs , such~as

f,. o - weil qualnfted students could bed:ot1vated to enter- graduate o
|

scones on the G:R.E..and Miller's Analogy Test, should be re- ~
viewed by the I1.5.B.E. afd I.H.E. On.the basis of these find-

ings,.institutions may need to adjust their entrance requ1re-

SRR : i
T ‘ : mentssto higher levels in order to ma1nta1n sta?dards ‘which

are clearly graduate level.

L.E.A.'s should a551st in the identification of potent1a1
graduate students with leadership ability and such other.
qualities which may be- des1gnated*as entrance requirements
by I. H E.

\ . v . . !

-



.

’-. Policies for leaves of absence,for graduate study with matching

e~
: * |
Groups oq

4

ISSUE V:
nggésted

s 0 d
Groups“or
2

ISSUE VI:
v '\

'”M.§gg§§§ng

funds may also senve as an incentivg_to attract quality graduate
students. o :

-

t
-~

Athcies.Resp&nsihle '

1'S.B.E., LHE, L.EA %

Recdmmendafions for certification in administrat%on, superQ
vision and counseling appear to be d‘tomatic»upon completion
of course work. - ‘ o :

»
Policy or Action

The 1.S.B.E. and I1.H.E—~should carefully study quality control
at the folldwing-points in .graduate programs: 1) admissions;
2) course/field work; 3) at the time of the granting of the
degree; and 4) recommendation for certification. :

Recommendations for .improvement at each step should be made,
implemented, and monitored through the program approval process.
J » 'Y

Agencies -Responsible

“

1.5.8.E., I.H.E., L.E.A.

S

. | .
The 1.S.B.E. .program appf§val process needs to monitor more
carefully the academic background and public school experience
of the graduate faculty in Colleges/Departments of Education.

Policy or Actiop .. . . ' . i

A review of the miSsion.or goals of the collegé/hniversity

should be conducted as iT:relates to program offerings in

‘education. . -
Information’should be provided to the -I.S.B.E. which 'substan-
‘tiates an adherence to the stated policy/mission q;/f?:.E.
‘regarding graduate programs in education; particularly 4in
faculty recruitment, evaluation, tenure and promotion. practices
of the -college/university. S

!

Provisigns shoyld be made, "if necessary, for the graduate CL

faculty to update public school background and expertise which
relates to the graduate courses taught; i.e., counseling,

_ supervision, administration, and school-related research.

- . T W

/ e ge
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ISSUE VII:

Suggeéted

~

~ Groups or Agencies Responéqble . : ’ g o (‘
| LH.E., 1.S.B.E.

t

Clinical xpekieﬁces connected with bbtaining graduate degrees
vary in length and quality. . .

3

Pollcy or ACthﬂ

.Policy should be establlshed requ1r1ng successful completion

of clinical experiences of sufficient length and breadth as -
to- insure exposure to the development of competencies in pro-
gram areas in order to provide for adequate evaluation of the
candidates potential for success.

'Cand1dates should be required to show evidence of proficiency

in areas of future responsibilities; i.e., teacher evaluation,
interviewing techniques, conferencing, ab111ty to interpret
research, etc. ~

Exit criteria must reflect competency in all essent1a1 areas .
for which the candidate is certified.

<

- Groups or Agenciés Respoﬁsib]e g ™~

1.S.B.E., I.H.E., L.E.A, =~ =~ -




ISSUE. I: -

CISSUE 11:

»

Suqgested

Groups or

ISSUE II:

Suggested

4

Groups or

Suggested

PUBLIC SCHOOL DISTRICTS o

RECRUITMENT AND RETENTION INTO TEACHING ‘
AND 0THER4§CHOOL DISTRICT POSITIONS

. Professional standards and eth¥cs in recruitment and hiring
_practicas in local school districts_are not always.followed

~dae in part to the influences exerted by local pressures.

4

Policy or Action |
Pol1c1es for recruitment and hiring in local d1str1ctstmust
be stated in wrltlng and adhered to by those mak1ng these
decisions. | .

Agencies Responsible
L.E.A.'s, I.E.A., I.F.T.

Recruitment efforts do not always 1nc1ude accurate descr1pt1ons
of job reSpons1b111t1es

Policy or Action - ‘ . ‘ i}

Each district position for certificated personnel should have an
accurate job,description. When multiple curricutar areas are
required and a specific extracurricular responsibility is nec-.
essary for employment, it should be so stated. The quality of
the instructional program should be -the detern1n1ng factor in
the recruitment ot teachers.

Recruitment into teaching-areas of «tritical shortage depeﬁds not only
on salaries, working conditions and benefits, but also upon

the amount of flexibility in the program. For example, voca-
tional/technical areas need flexibility within qu1del1nes

specified by I.S.B.E..

Agencies Responsible » .
LEA., LEA, LFT., LS.B.E - | L

u - .
' &

" There are presently mahy cert1f1cated teachers in 1111n01s ‘who'

are not working, are in other lines of work, .or whose’ cert1f1-

cates have expireds, - The re-entry of these teachers may serve to
enhance the curr1cuTum,part1cu1ar1y in areas of acute shortages.
Policy or Action . .

Determine causes for teagher dissatisfaction among those who
are currently employed and take steps to correct them.®

- . . d . e

L




1

/Ihgrease salaries so. that teaching becomes a;tractiveias a .
rofession. v ‘ ‘ ‘

.
.
- * <

ff:'-‘*MéRé”tﬁe'reentry process attractive, accessible, and challeng-
g ing. 1.H(E.'s should -assist L.E.A.'s by developing, advertisina,
Z’ ~ and de1iu§(ing the necessary coursework in“reasonable time frames.

.
P ©

B , T RS s . « . . - °
£o4. . ‘This group. of potenfial teachérs may need current information
"to up-date‘.areas .of. specialization or teaching skills and °
¥ . 1.H.E. should pldn programs for.this purpose. School districts
LT —oi Lmay then wish:to recruit these pedple for. substityte work, or
_ " Beextra-curricular responsibilities along with filling vacancies
< 7 - as.the need arises. S ' . -
.. / o - Com _
LT, © Wage a campaign'to'prométe the benefits of teaching as a career -
. by "highlighting.the contributions of teachers in the school and
» community. - Positive aspects of teaching may include such things
7 as 200 days of work annually, same vacation schedule as school-
- o . agé children, no heed to commute long distances, and the career
L, _ °can be interrupted when necessary and resumed without penalty in
o . ‘ moit places (i.e., childbirth, advanced degree, ‘etc.). >,

; o & ° GY‘OUp§ OY‘"'Age'\(ﬁes. RésponsibIe

£y

w7 . DME, LEA,LEA, LF.T., LS.8.E., Legislature

¢!

. . . , ‘ )
:There s a detided lack of coordination between colleges, depart-

“ISSUE 1V:
a ments of e9ucation and L.E.A.'s in reference tq recruitment.

~
A K}

o

a < o
Suggested Policy’or Action

2w .1.H.E. and L.E.A.'s should develop a systematic operation for
: the recruitment and recommendation-of qualified teacher grad-
SR . uates. -This process is viewed as beneficial and necessary to
0 o both agencies and would serve to improve the quality of oer-
P o sonnel in the schools. ,\ '

Groups or Agencies Responsible @ e .

L.E.A.'s, 1.H.E.

ISSUE V: « " Information regarding job availability and certificated appii-
cants is lacking in.tbe public school districts in I1linois.

S Suggested Poliey or Action

A computerized 1ist of available jobs with pre-requisites for
employment should be published monthly by 1.S.B.E. and mailed -
to L.E.A.'s. RIF'd teachers could then apnly for these posi-

: tions along with other certified applicants. Reciprocity with
other states could serve to improve the employment picture for
teachers nationwide. : ‘

Q » -
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!

\’. ‘
Groups or

Lo

'3

6ertain'qeographié areas which have difficulty in attracting
teachers may find it beneficial to advert®se the advantaqges
of living and Working in a particular locale.

*

Ageqcieé ReSponsible _

t;irA"s’ 1.S.B.E.
o

ISSUE VI:

_ Suggested

Certificatioﬁ réguﬂatioﬁs mandated by the General Assembly are too :
often influenced by special interest groups which results in frag-
méntation and inefficiency at this critical juncture in quality control.

ﬁblicy or Action

The certification progess should be reviewed, and the workable
and positive aspects as well as the negative influences some
special interest ‘groups have had upon certification should be
studied. It is strongly recommended that any proposed changes in

" certification requirements in I11inois be carefully researched

. froups or

and approved by the-Certification Board before being presénted to
the General Assembly for action, o

Aqencies'Réspgnsible

1.5.B.E., I1linois Legislature - S

ISSUE VII:

Suggested

~ Groups or

)

Declining enrolliments and financial exigencies make it neceséaf}
to employ teachers who-are certified to teach in more than one

curricular area. . .
Policy or Action

Prospective teachers -should work towérd certification in more
than one field. A major field plus one or two minors is possible-

‘ L. R
L -

if.advisement and coursework are begun sufficiently early in Q\ﬁsk

the college experience. Multiple certification in special edu-

.cation is advised. _ .

Agencies Responsible .

Institutions of Higher Education, Colleges/Departmenté of Education

ISSUE VIII:

Sdggested

At the present time, graduation and certification requirements

do not always f¥sure that teachers can perform in an accentable

manner in the classroom while the lack of technical assistance

for beginning teachers results in a lowered retention rate. . ‘!;
Policy or Action J{\

AN ?irst-yéar teachers should teach on a temporary certificate .
with qﬁpropriate beginning teacher's_pay for one.year during which

S

a

. B
0 32 - °
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' - . B
. . .

. 2
LN he

t1me they w111 be given support and technical assistance when
needed. This.year should be used to” provide additional time
to demonstrate teaching competencies required for full cert1-
fication.’

There shou]d be a brief: orientat1on related to professional
organ1zat1ons for teachers. - y

Groups_or Agencies Responsible

I.S.B.E., L.E.A."'s, I.H.E.

33
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PUBLIC SCHOOL DISTRICTS

ASSESSMENT OF IN-SCHOOL AND DISTRICT HIRING PRACTICES

L.E.A. hiring practices-are criticized in many districts be-
cause policies for hiring, with accurate job descriptions for
available positions, are either not available or are not -
clearly understood by teachers.or the public.

Policy or Action

Personnel officers and/or principals should be given time and
resou:ces to recruit the best qualified candidates for the
position. :

Each local school district should have a written policy con<
cerning hiring practices along with a job description for each
professional, support, and service position. _ oo

A system should be established in local school districts to
monitor hiring practices which must conform to state rules and
requlations. Interviews for teaching positions should be con-
ducted by personnel in various positions in the school such as
department or grade level chairpersons. In. this way, those who
work with the teacher will have input in the selection process.

In the implementation of "Equal Opportunity Employment," evi-
dence of recruitment efforts and fair practice in relation to
hiring minority aroups and women (particularly in administrative
positions) should be made available to the public upon request.

Prospective school personnel who have completed programs in

- other states must undergo careful transcript evaluation to frisure

that they have had trainina comparable to that of-persons com-
pleting aporoved teacher or administrative programs in I11inois.
If not, this training must be obtained prior to certification
and employment.

A task force pr committee should be established to develop rec-
ommendations for a "code of ethics" related to the recruitment

~ and selection of pgrsoqpeI for the oublic school system in

Groups or

1SSUE II:

IMlinois. =
Aggncies‘ResuonsibIe

L.E.A.'s, I.E.A., I.F.T., I.S.B.E.

Many L.E.A.'s are currently hiring candidates who are certificated

- in two or more areas. This illustrates the need to strengthen the

/
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connect1on between L. E.A. personnel needs and teacher education
. programs.

Suggested Policy or Action | - \

I.H.E. should begin early advisement programs_to enable tedchers
to make appropriate preparation for job procurement. Graduates .-
currently on the job market should be advised to take appro- -
priate steps to become qualified in areas where demand exists.

Local districts should state ant1cipated job openings as well
' as expectations or criteria for positions. TWis will assist
. individuals seeking employment as well as I:H.E.'s in making .

aporopriate recommendations for recruit1ng and retaining qua]ity .

* personnel in the schoo]s
Groups or Agencies Responsib1e

L.E.A.'s, I.H.E.
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PUBLIC SCHOOL DISTRICTS ° - T

’ - . ) ,E

ASSESSMEMT OF ON-THE-JOB'PERFORMANCE_

- ISSUE I: Currently, formal procedures for evaluating public school per-
. sonnel in I1linois are lacking in many school districts. Where
« they exist, they often do not provide for adequate supervision or for
sufficiently systematic and frequent evaluations to secure
improvement in performance and instruction. R 4

Suggested Policy or Action

Evaluation for the purpose of improving instruction/performance

should take place annually for the purpose of helping teachers

and other certificated personnel to do a more effective job '
with students. T

Criteria should be identified from "job specific” research
(i.e.,. teachers, orincipals, counselors) which discriminate be
tween those whose performance is or is not satisfactory. Thege
criteria should be included in thé assessment instruments.

Evaluation for the ﬁurpose of‘improvinq instruction/performance
would entail such things as: '

~ 1.- Looking at student achievement in terms of instructional
goals rather than using subjective judgments about the
teaching process. : '

2. Using multiple criteria for assessment purboses which
are developed through committees.comprised of people re-
o ' presenting ‘the categories of personnel to be evaluated.

3. Training evaluators sich as principals to develop or im-
prove conferencing skills and conmunication with teachers
in the evaluative process.

: 4. Designing diagnostic and remediation procedures for techni-
o : cal -assistance when need is demonstrated by the teacher or

‘ . oprincipal. i _Jime for remediation should be built into the «
system for those who require this assistance.

. 5. Evaluation to improve instruction (formative) should be
' conducted in a supportive manner and separated from that
which is carried out for probationary teachers (summative).
.Evaluation related to charges of incompetency or unpro-
fessional conduct (summative) should also be separate.

+

q

Groups or Acencies Responsible

1.5.8.E., L.E.A.'s, Teacher Unions, Legislature S
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ISSUE II:

Suggested

Groups or

ISSUE I1I:

+ Suggested

' Groups or

- ISSUE 1V:

\
L]

Annual evaluations do not always focus on the recognition of
excellence.in programs and teaching while the public is often.

unaware of the school's contributions to the community and
society as a whole. : ’

Policy or Action

Teacher burn-out can be lessened and teachers may be motivated
to remain in the profession by identifying important contribu-
tions of teachers. The evaluation process can be useful in
enhancing teaching skills and in calling attention to the
school's contributions to society. The media should be used
to disseminate this information to the public on an organized
basis.

Agencies Responsible

L.E.A.'s, Community, Stdte and Loca1~Professionai Organizations

-

Many Tocal school districts do not have the necessary resources
and expertise to develop and maintain evaluation and technical
assistance systems for insuring quality personnel. .

Policy or Action

The 1.S.B.E. should establish a comprehensive process for the
assessment of performance which will result in continuing pro-
fessional development of professional educators based on "needs”.

The Professional Development Center should perform regulatory
and assistance types of functions in evaluating and assisting
practicing professionals in improving performance.

The 1.S.B.E. should research competencies related to teacher and-
principal effectiveness and recommend appropriate supervisory
practices for the purpose of ensuring their inclusion in assess-
ment pracedures. They should then come forward with quidelines
for improvements in these areas of the teaching/learning situa-
tion in the public schools of I1linois. .

Agencies Responsib1e

1.S.B.E.

- Certain extracurrichar activities expected by the community;,‘f~

particularly in secondary schools, are not always taken care
of by the staff in a satisfactory manner due to restrictions
imposed upon the schools by the economy. ’

37




Suggested Policy o Action

A state level task force should be developéd to study this
problem-and make recommendations.

Groups or Agencies Responsible ¢

1.5.B.E., I11inois High School Association, Community or \
Business Sectors. 4 ‘

ISSUE V: The probationary period prior to a tenure decision is too short
to provide adequate information for a fair and equitable treat-
mgﬁt of the beginning teacher. -~

~

Suggested Policy or Acition

‘ The probationary period should be extended in order that the
J administrative staff is afforded sufficient time to provide
technica¥ assistance as well as time for remediation when

-

needed. ‘ ‘ g

The criteria for granting or withholding tenure should be
specified and adhered to in this process. The I1.S.B.E. in
collaboration with-L.E.A.'s and the I.H.E. should develop ex-
plicit criteria to assess teaching performance and provide
professional development plans with funds to support the nec-
essary staff development programs. )

Recommendations for new teachers should always be.oﬁtained'by
the L.E.A. from the I.H.E. regarding academic performance and
_ during student teaching. , : .

Groups or Agencies™Responsible

4+

1.5.B.E., L.E.A.'s, I.H.E.'s
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-Suggested

! PUBLIC SCHOOL DISTRICTS

CONTINUED PROFESSIONAL/STAFF DEVELOPMENT

Staff development, as presently impleménted in locai séhoo]
districts and regions, is Jenerally fragmented and not as
effective_as is necessary in these rapidly changipng times.

Policy or Action

Continued professional development, staff development, and
inservice are terms which are used in I11inois. The I.S.B.E.
should decide upon a name for the process. The activities
related to the process evidence varying degrees of usefulness;
and sophistication. * A definition of what the process should
entail along with the establishment of limits as to what this
money and time could reasonabily and profitably be used for,
are issues which must be resolved by the I.S.B.E,

Local school districts/regions should prepare a long-range,
five-year staff development plan based upon "needs" assess-
ments in the schools. The 1.S.B.E. should formulate guide-
lines for plan development while leaving room_for local ini-

" tiative. A collaborative effort between L.E.A.'s and I.H.E.'s

/ Groups or

ISSUE II:
.Suggegted

should be included in the guidelines for }anﬁlrange plans.
Agencies Responsib1e )

Local School Boards, 1.S.B.E., L.E.A.'s, Colleges/Departments
of Education hay ) ) N\
M4 - o,

=

Funding for expanded staff development programs is not adequate.

.

Policy or Action

The Federal Government should b encouraged to further consolidate
categorical funds for staff development. Likewise, the Federal
.G?vernment should be encouraged to review and relax funding requla-
t Ons. . ° [ .

The State Legislature should establish in the Higher Education
Budget, a separate category of staff development funding to be
administered by the I.S.B.E.. Current Institute Funds should

redirected to the 1.S.B.E. Consolidated staff development - °.
unds must be available to implement the L.E.A.'s plan. Emphasis .

should be given to onsite staff development programs. Approval
Ofithe11ong range plan must be based upon predetermined public
criteria. .\\ T .

L3

. 3




' QA portion of the staﬁeye]ppment money a]]ocationé should be
set aside to fund seven additional staff.development days (up
to 12 total days) for districts submitting approved projects.

*

'~ This provision will,not’ reduce pupil contact ‘days, but will’

. provide salary adjustments for days added to the schaol calen-
- dar which should eventually result in a -200-day work
' L g~

yeprn
Additiona] fuﬁds for staff.development programs shouIéV::2
allocated and released to L.E.A.'\ by the 1.S.B.E. upofi approval

. of the f-ive-year plan.

[ 3

Groups or Agencies Responsible

-

>
- .

1.5.B.E L.E.A.'a, I.H.E.'s, StatelLegis1ature.

ISSUE III: Staff development programs are not often related to the formal

uation process for certificated personnel.

Suggested Policy or Action *

Each L.E.A. will be'required to have a }hmm§1 evaluation process

in place for tenured staff with an individualized current plan
on file for all teachers. Conformance should become a require-

s ment for L.E.A. accreditation.

’ Jeacher involvement in planninq for inservice s
‘ A11 programs must be evaluated by.participants:

Groups or Agencies Responsible .

L.E.A.'s, 1.5.B.E;

. T

not available in most schools in I1linois.

Suqggested Policy or ‘Action | \

should be provided wggn necessary.

Groups o Ageﬁcies~Resnonsib1e ’ '

-

S0 T a0

essential.,

ISSUE IV: - Continuing contracts or teacher tenure are often granted before
adequate evidence of teaching competency is documented. Inser-
a vice programs addressing the needs of probationary teachers are

t &

] ‘ :
Special inservice programs should be planned for beginning teachers
in I11inois to qive them every advantage possible.

Such things:
as orientation to the school district and technical assistance

Continuing}contractg'ar tenure shbu]d be granted only aftér the\ i
.successful completion of three years of teaching.

1.S.8.E., School Poard Association. L.E.A.'s, I1linois Leqis1atufe.
Institutions of Higher Education, Professional Organizations.

.g.t

{




CISSUEV: -

»'.‘.’l‘

.
&

N

.s/. ° A, .

: , o
The present system of 1nserv1ce educat1on does ‘not suff1c1ent1y
meet the needs of teachers in terms of professional- deveTopment ;

Suggested Po]1cy or Act1on

/\ ' B . A '.
Teachers should be consulted on the types og,prlgrams that

' Q,wou]d be most beneficial in a direct classrdom setting; e.g.,

inservice programs on behavior mpdification that could be -
- realistically applied, cultural Yrelations to better understand
the cultural differences of minority students, and sharing moti-

. vational techniques to stimulaté classes in which intérest might ',

ordinarily be lacking. New approaches to delivering inservice
are.needed.\ In general, less—lecture and more actav1ty-or1ented
workshops are requested by part1c1pants. _

Cont1nu1ng profess1ona1 development should be 1nd1v1dua11y
tailored when resu¥ty of assessments indicate that this is-

- necessary. -Individual records should be kept and credit g1ven

for the comp]et1on of courses. semlnars, and other approved Dro-;
gramsu

l'In-school" or onsite programs are recommended because they have

'_\geen found to be more effective. When the principal and faculty .

/
GrGUps or

N

"ISSUE VI:

re comitted to a particular type of change,based upon a school-
wide, departmental or grade-level concern. results are qenerally
‘positive. . , _ s . :

Agencves Respons1b1e e

L. E A., I.S.B.E.. I.H.E.

-The preparat1on or retraining of school persdhne1 for new or expand-A' )

" ed assignments is not-presently built into staff deve]opment pro-

- Suggested

grams on an 1ntegrated and sequent1a1 basis.

Policy or Action . < ' . —
, | . b0 o .

Programs should be designed for the preparation of staff for new

or expanded assignments. As the needs of society change, schools

_must meet these requirements in an economical and timely manner.

It is alsp recommended that L.E.A.'s explore possibilities of
cooperatiye efforts with the private sector for mutua]]yibenef1cia1
staff development endeavors N

'The.I S.B.E. should cons1der support1ng a sabbatical leave pro-

gram for teacher retraining in mathematics and science and other
critical areas. The district and state coudld share the costs
with the teacher making a commitment to return to teach in the
district for at least three years. Master tgachers could be use-

- ful as mentors for beginning teachers in providing technical

‘assistance when necessary under the direction of the administra-
t1on.

3

4 -

-




Groups or Agenc1es Respons1b1e ' '-'\' \ .

ISSUE VII:

‘

Business and Industr1es L E.A.'s, I. S B. E I.HfE.fs <

L 4

Adm1n1strators in the pub11c schools may require add1t1ona1 assis-
tance in-evaluating programs and staff, part1cu1ar4y the proba-
't1onary teachers. N

Suggested Pol1cv ‘or Act1on s

1 Master teachers. should be granted. sabbat1ca1 leaves to rece1ve .

advanced = current training in cr1ter1on-referenced supervi-
sibri. Theése teachers may work part time during the academic

. year in providing technical assistance to beq1nn1ng/probat1onary
teachers under the direction of the principal. These teachers
may also w1sh to update teach1nq skills or knowledqe in a field.

Lo ' Groups or Agencies Pespons1b1e

o

~ISSUE VIII:

*Certificate renewal is neitheg t1ed to teacher needs

“L.E.A.',.CoT1eges/Derartments of:Eduoation; I,S;B.E.'
e ¢ 5 .

‘nor the: needs of the school district with the result that, 1n~many
. instances, 1t is considered less effective than it could be.

Suggested Pol1cy or Act1on ' \

A f1ve-year requ1rement for certificate renewal for a11 cert1f1-
cated public school personnel should be studied by the 1.S.B. E
and the Certification Board so that, hours .of credit or C.E.U.'s

~are tied to professional staff development programs. These cre-
d1ts could bg used for advancement on the salary schedule.

-Ev1dence of .professional growth should be required for the re- .
newal of teaching certificates eyery five years. This can take;,,
the form of Continuing Education VUnits (G.E.U.). -One C.E.U.
would consist of five hours of professional growth activity

“approved by the Regional Superintendent and based upon cgiteria
established by the 1.S.B.E.. Such activities may or may not in-
clude approved qraduate or undergraduate work leading to a degree,
Workshops, institutes, or other activities which have been pre-
approved are also va11d professional growth .activities.

Groups or Agencies Responsible B ) . . -
Certification Board, L.E=A.'s N .
ISSUE IX: Staff development proorams in Ill1no1s are "out of sync!" ‘

L

>There is 1it oraan1zat1on and no clear quidelines or focus
with -the rest¥t—~that money is beina wasted and the job is not
beipg done. - | o . oo

-

:‘
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ISBE_
EDUCATIONAL SERVICE PROFESIONAL IHE's
REGIONS ‘N neveq.omzm CENTER &—" |
DISTRICTS . .
CITIZENS | | ’
\ R
EDUCATIONAL PERSONNEL o <
% ' 0 . . v
. v
T . ,
~Professional DeveIopnen_t Center '
1. .L1nk1ng structure L ] .-
‘2. Technical assistance function
3. Resource analysis within region |
4. Assists in design of assessment mchanisms
5. Gathers development needs .
6. Broker resources -
7. Links region with resources in other regions . -
8. Regiomwide research in continuing professional development .
9. Develop annual c:oﬁt1nu1ngG professional development pTan
&ke- - ' . . _ .
. 1 . IHE. . - : ! ‘a o
- .2. LEA's S
3. "Regional service personne] - - ‘ .-

Funding Sources

1. ‘Fees col Jected by regiona] super1ntendent
2. HECA funds —
3. District funds o —
4. Block-grant monies

5. New.money from Legislature -

’., '.i . . | 43 « s ° *

.MODEL FOR A COLLABORATIVE ASSESSIENT AND PROFESSIONAL | r
DEV LOPMENT PROGRAM :

<
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A NOTE:OF EXPLANATION TO THE READER:

Consensus was not reached on the following issues

and recommendations. This was due .in part-tp -

‘time constraints and to divergent positions. taken -

by the panelists.. The four separate reports sub- .,
mitted by Classroom Teachers,” School -Administrators, ,
School Boards, and Higher Education are attached -

" so-that detailed position statements may be obtained

*  Suggested Policy or Action

°

when necessary. .It should be noted that areas of
_agreement far outnumber those listed on the follow-
ing pages. ' . '

° .

L]
o

.° « - —

UNDERGRADUATE. TEACHER PREPARATION
RECRUITNENT INTO.TEACHER PREPARATION PROGRAMS

Thé’working conditions of teachers are Such>tha£ many able -
students are not interested in preparing for this profession.

. o
Working® conditions will-improve through collective bargaining.

Jeachers need to be recognized and appreciated in the schools
and communities they serve. - :

Support systems should béistrengthened in the schools and
technical assistance made available without fear for job
security. .. Fal SR

.

_Groups or Agenciéé ReSponsib]é» ' ' ’

ISSUE I:

L.E.A. 's,’ I..S.B.E..v

Issue I was staied by the Classroom Teachers p. Zf' School
Administrator and School Board panelists did not feel that

working conditions could be improved in this way. -

-

* ASSESSMENT IN TEACHER PREPARATION PROGRAMS

l

>

~ Many students électing to enter teacher edudation programs lack
an adequate background for college work. ‘ ' »

44
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§uggésted

ISSUE I1:

Suggested

Groups or

Groups or

Policy or Action

A common body of knowledge as represented by a college high
school preparatory program or its equivalent should be
réquired. Such a program should include:

Foreign Language : C . 2 years

Math o - ' : 2 1/2-3 years
Science, including laboratory courses . . 2-3 years
English, including rhetoric and grammar 3-4 years
History, 1nc1uding~governn2nt,\specia] studies .

?orld Histonx and 3rd World History ' 4 years

{ .
Agencies Responsible

Institutions of Higher Education via self-governancg'and self-
Eggy}rgion in keeping with 1.5.B.E. standards and criteria;
. o.oSo 5'." ] L

Issue I was stated by Higher Education p. 4. SchoolfAdmiﬁistra-

‘tor panelists did not believe that specific recommendations
-related to course work should be included in this report even

though they agreed that course requirements for high school
graduation and for college admission should be more stfingeqt.

)

Professors in Colleges/Departments of Education may- need staff
development in order to demonstrate the teaching competencies
and supervisory practices in the professional courses they teach
and should employ in the supervision of clinical and student

teaching experiences. i

Policy or Action

A1l full-time Education Department faculty and administrators:
serve, at least once every five years, one-half day per week for
a semester, in a public school performing duties related to his.
or her college teaching responsibitlities.

Supervisory skills as they relate to practices in the publiét

schools need to be updated.

Agencies Responsible

I.S.B.E., I.H.E.fs

Issue Il as stated by the School Board.p. 3 was challenged by
Higher Education whose representatives felt that while staff
development at their level was essential, the specificity of
the recommendation was unnecessary. ‘ :




“

.
e

ISSUE III:  Recruitment efforts do not always include accurate descriptions

of job responsibiligjes.

Suggested Policy or Actien ..

Extra duty pay needs to be increased so that it is commensurate
with respons1bi11t1es If we are really interested in quality
control, .let s be honest: hire coaches to coach and teachers
to_teach. - *

One of the recommendations stated in Issue III as made by the
Classroom Teachers p. 8-10 was challenged by School Administra-
tors on the grounds that descriptions of teaching positions with
corresponding respons1bi11t1es ‘changed from year to year and
‘that the economic feasib111ty of 1mp1ement1ng this recommendation
was neglig1b1e

' r*“'f’ . T .' |
, I
) PUBLIC SCHOOL DISNRICTS.

ASSESSMENT OFVIN-SCHOOL AND DISTRICT HIRING PRACTICES'

ISSUE I: The reSUIts of "raiding" teachers from other school districts,

as described in Study III, has an adverse effect .upon schoo]
personnel.

4 ’ fe

Suggested Policy or Action

When teachers are "raided“, and they are, the L.E.A. doing the
raiding should be required to pay the penalty for breaking the
contract etc., not the teacher.

Contract-break1ng should be a separate issue to be resolved by .
the cert1ficat1on board , ,

“Groups or AgencieslﬂegponsibIe

L.E.A.'S, .IeE-Ao’ IeF-T-

- Issue I on "raiding" as stated by C]assroom Teachers on p. 12 was
. challenged by the Schooi Board panelists who felt that the issue
was -irrelevant to the quality of personnel and that contract
break1ng is a legal matter. . . .

»
. o

[4
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-

P
B

ISSUE II: o

Suggested

Groups or

.

ISSUE I11:

Suggested -

Groups or

ISSUE 1Vf

© L.E.AJs, LEA., I.ET. . ' o Ty

<

a8

Restraints upon hiring the best qﬁafified candidates for teach-
ing positions may have a negative effect on the quality of .
instruction. ST ‘

~

Policy or Action

The candidate‘siwiIIingness or'abiIityAto éccept-extra-cufricular
assignments should not be the deciding factor in hiring class-
rooT teachers when the obtainment of quality personnel is the
goal. - . = AR R

) . ' . = s
Agencies' Responsible | o

»

+ - 4 e AN
Issue IT was presented by the Classroom Teachers p. 13 and
objections were raised by School Administrator and School Board o
Panelists based upon the necessity to administer both curricular - :
and extracurricular activities in the school .with limited resources, °

Suspension of teachers. certificates is an issue which may have
a negative effect upon decisions to apply for teaching positions.

1

Policy og\égfién | .

“Just cause” should be .the basis f6r certificate suspension
because this grocess‘propngy addresses the problem of "unprofes-

sional conduct” charges.

Agenci;s Responsible
LEA's, LEA, LET. | | S

This issue on p. .13 of the Classroom Teachers report was '
considered irrelevant by School Board and School Administrator
panelists on the grounds that proper procedures are followed

in these matters.

‘q
)

[ .,

Teaching is perceived to be a Ycareersless” professign which does » /-
not reward productive and talented teachers. There are few pro- ’
visions made ‘for moving up the ladder_in teaching per se. .

»

el




| Suggested

" to be the only method through whicha teacher could receive
. salary increases. - o L ce

Groups or

LS.B.E;, LEA'S T

Policy br Action

In order to recruit and retain excellent teachers, the teaching
career, should be restructured with clearly designated and defined
professional ranks or a differentiatéd staffing format. - Commens
surate increases in salary should dccompany. each step up the
ladder. In this way, more of the capable teachers will be able
to afford to remain in the classrooms and longevity would cease

3
t

Agencies :Resp_or;sib,le

]

&

.Th'i§ recommendation by the School Boardy.p. 7, was rejected by.-n

. " .the Classroom Teacher panelists becausé of the reference to

differgltj ated -staffing. ’

14 P

. . : .
e . P’

. Suggested

. Groups or

.
. - . o o
e 48
”,V-p .oor “
° . .

Part-time ‘teachers a"nd"‘thgselw'itn ‘elementary ‘and high s,_chooT‘
certificates are discouraged from working because of current
tenure. laws. - - . : : .

Policy or Action.

oy}

“Legislation.should be enacﬁe’c’l; which allows for job-sharing and -

other part-time teaching withoit a Joss of tenure. Certificates

for substitute teachers should‘be comparable to certificates
for elementary and secondary teachers. ‘

.1t is also recommended that early retirement incentive programs

should make it possible for those persons to undertake a reduced
work load without jeopardizing retirement benefits.

L)

Agencies 'Re‘sponsime.

Certification Board, I11inois State Legislature -

Issue V as made by the School Administrator representatives

was discounted by the Classroom Teacher panelists, pp.10-11,

on the grounds that fringe benefits may be lacking and part-time
people could serve to eliminate some full-time teaching positions.



Suggested

] P ,‘, S

PUBLIC SCHOOL DISTRICTS
ASSESSMENT OF ON-THE-JOB PERFORMANCE

Beginning or probationary teachers are not treated fairly in

many L.E.A.'s in I1linois. It seems ludicrous that we go X
through all the aforementioned procedures and then assign these ‘!
teachers unrealistic teaching/extra-curricular loads and respon-
sibilities; not to mention wholesale dismissal at the end of

the first year, only to rehire for the next term'

“

Policy or Action

- The following steps should be taken to assist proQationany

teachers:

1. Frequent evaluation with appropriate and sufficient assis- .
tance in remediation procedures. y

2. ‘Equitable teaching loads must be assigned.

3. Dismissal should be only on grounds delineated in "just

cause” policies.

4. Alleged charges against teachers, probationary or tenured,
should be put in writing after evidence that unsatisfactory
performance has not been remediated. Copies should then be
submitted to the teacher, the local school board and the
building union "Area Representative" A/R.

r

5. The tgacher should be given a speedy hearing by the school

Groups or

ISSUE II:

board at which time proof is submitted. "Should the tegther's
innocence be proven and charges dropped, harassment from the
administration should. not be aliowed. :

Agencies Responsible

» |
L.E.A.'s, I.E.A., I1.F.T., I.S.B.E.

Issue I with recommendations as stated by the.Classroom Teacher
representatives, pp. 15-16, was not agreed to by the School
Board and School Administrator panelists hecause most of the
suggested ?Oquy is either included in negotiations at the local
level or already mandated by law. ‘

\

On-the-job assessments of tenured teachers arg/not sufficiently
frequent nor are they specifically designed for the purpose of
improving instruction. .° | ‘ ’ '

°

]

.
o

. I
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Suggested

Groups or

Suggested

Gfoups or

¥

. f
Policy or Action

Tenured teachers should be evaluated on a systematic schedule
for continuing professional development. Some:téachers may wish
to obtain certification in other curricular areas where the need
exists. Colleges/Departments of Education should design programs
for the purposes as stated on a collaborative basis with L.E.A. s,

Assessment of on-the-job performance should be a tool to aid pro-
fessional development as well as to support retention-dismissal
decjsions. Beyond the initial probationary period, the two
functions must be discrete.’ It 1s recommended that both self-
analysis and peer review be involved in the assessment process.

Agencies Responsible )
L.E.A.'s, I.H.E.'s, I.S.B.E., Legislature
These recommendations by Higher Education pp.15-16 was objected

to by the Classroom Teacher and Administrator panelists because
of the peer review statement. :

PUBLIC SCHOOL DISTRICTS | \
STAFF_DEVELOPMENT

The operation, rewards, contént, and delivery .of staff develop-
ment leaves much to be desired in most L.E.A.'s in I1linois.

Policy or Action

The reward system for inservice.activities should include
reimbursement for college courses, college credit, released
time or pay. .

Agencies Responsible
L.E.A."S. I.SoaoEo

Recommendations on this issue as stated by the Classroom Teacher
representatives pp. 18-19, were not acceptable to the School
Board because they call for reimburgement for college credit
which already serves to place the teacher on a higher pay scale
and should remain as a negotiable fringe benefit.

50
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ISSUE II: . Funds for staff devellopment are ihadeqdate to meet the needs of
’ teachers in this rapjidly changing society.

Suggested Policy or Action ' | N

| /
The Legislature shall allocate $5.00 per pupil each year - -
to initiate appropriate inservice programs statewide. ' ‘ l

"Each school dfstrict shall allocate 1% of the operating
budget for inservice.

" Groups 6r Agencies Responsible

Legislature, 1.S.B.E., L.E.A.' 5~—y/)

[ -

Issue 1I. The policy suggested by the Classroom Teacher
panelists p. 18, was rejected by the other three groups because
it was felt that the dollar amounts recommended may be inadequate
a?d in any case were considered premature at this stage of plan-
ning. .

ISSUE III: Staff development programs in I1linois are "out of sync"!
. There is little organization and no clear guidelines or focus
: with the result that money is being wasted and the job is not
being done.

Suggested Policy or Action

The E.S.R. role as a staff development resource should be
service oriented and non-regulatory in nature without specific
funding or fees.

Revenues generated by teacher certification, and used by
Regional Superintendents for staff development, should be
re-directed. Regional Superintendents currently receive $4. ?6
per teacher annually and this money should be distributed to
the L.E.A.'s on the basis of approved staff development plans.

f-t
&

Groups or Agencies Responsible *

1.S.B.E., L.E.A.'s

Issue III as stated by the School Board representatives pp. 14-15
was questioned by panelists from the School Administrator group
because of recommendations for the redirection of teacher certi-
fication funds and changes in the E.S.R. ro]e
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SCHOOL ADMINISTRATORS . . Final Draft for:
' o “Panel of Panels"
. UNDERGRADUATE TEACHER PREPARATION _ Springfield Hilton

December 6-7, 1982
RECRUITMENT INTO TEACHER PREPARATION PROSRAMS

-

ISSUE I: Requirements for admission to colleges and universities with
teacher education programs vary extensively. For example, re-
quired composite SAT and ACT scores range from a low of 800 and
12 respectively, to 1,200 and 23. Reqaired academic standings
in high school class, range from the upper 20% to the upper 50%.

Suggested Policy or Action

There should be established a minimum level of pérformance on the

above criteria for college adnfjssion in the state of I11inois

and when other criteria are adreed upon, they should be made

public in order that high school students may gelect the courses
p) considered necessary as background, or to meet stated course

,requirements. for college admission. '

L
Agencies or Groups Responsible . ‘ 9

by

I.S.B.E. and Institutions of Higher Educatiion/Cglleges of Education

ISSUE II: Admission requirements into teacher education programs also vary.
. The criteria for admission (i.e. grade point averages and faculty
" recomiiendations) may not be sufficient/ to insure quality. There
is evidence that declining enrollments among college students
- electing to enter the teaching profegsion along with grade infla-
i tion, may exert a negative influence upon this step in the quality
control process. In other words, the screening of applicants at
this juncture is not viewed as bei?g adequate by administrators

in the public school systems in Illinois.

Suggested Policy or Action

Criteria for admission to teacher education programs should -
include strong evidence of academic ability and these criteria

should encompass an acceptable level of proficiency in oral and

written communication, along with adequate computational skills. °
Tompetency in human relati nships and emotional stability should

also be’ among the criterig considered for inclusion in the formu-

lation of admission policies. Entrance requirements for elemen- -
tary and secondary majors should differ. . o ¢

,‘(. : | . . | c 52 . . | )
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Agencies or Groups Responsible T . ,

ISSUE III:

Suggested

Institutions of Higher Education/Colleges of Education, Commdnity
Colleges, I.S.B.E. : ' ) —

’

[}
- %
There is an “open admission policy" for students from community
colleges to colleges and universities in the state of Illinois.
These transfer students comprise an average 40-60%,0f those in
teacher education programs and -these students may or may not be |
able to meet requirements for admission to the college. - i

Policy or Action - 5

Appropriate. counseling of community college students who aspire
to become teachers should be instituted at the community college °
prior to transfer. Transfer students should meet the same cri-
teria for entrance into teacifer preparation programs as do the
regular four year .students.

Agencies or Groups Responsible

,

.

ISSUE 1V:

L=

Agencies or Groups Respansible

\

ISSUE V:

Suggested Po11cy or Action

Board of Higher Education, Institutions of Higher Education/Colleges
of Education/pgpartments of Education, Community College Board, I.S.B.E.

Some of the professional education courses are taught in the
community colleges resulting in_problems for transfer students.

-
.

] v

There needs to be a coordinated effort between colleges/departments
of edycation and community colleges to account for the 100 hours
clinical experiences taken in corjunction with professional
education courses. Course content and requirements should be
equally demanding.

Board of Higher Education, Institutions of Higher Education/
Colleges of Education/Departments of Education, Community >
College Board, I.S.B.E. : :

A significant number of students who are admitted into teacher
education programs in I1Tinois rank in the lower percentiles of °
“the high school graduating classes and also have lower scores on
the ACT and SAT's. The more able students academically or

- . 03
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o

talented students generally are not attracted to teaching as a
" profession because of the job market, compensation, and inade-
quaté recruitment efforts by the profession. '

. \ , r
Suggested Policy or Action -

i
3\

Secondary schools would be well advised tg form "Future Teacher
Clubs" and develop "Careers in Teachirig Programs" for students.
Positive attitudes toward teaching ag a profession should bé
fostered by teachers and guidance counselors. In high schools,
career exploration through teacher aide programs and tutorials

]

in elementary schools would.be beneficial. V2
, Teacher education scholarships should be reactivated far students
going into areas of teaching where there is a short supply i.e. &

- math, science, etc. Teacher education schplarships should even-
tually be granted for high achieving studerits in all areas.’ :
Loans could then be forgiven after five years of success ful teach-
ing in the public schools of I11ingis. i

~ * o ‘

Agencies or Groups Responsible . e
1.5.8.E., I.P.A:, L.E.A., T.A.S.A. ' | .

) e
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UNDERGRADUATE, TEACRER PREPARATION -~
ASSESSMENT IN TEACHER PREPARAPION PROGRAMS

N * . . ) ) .“.-.}

: . . o . - i
ISSUE I: ‘Entrance requirements are not standardized nor considered adequate -
¢ : at institutions which have teacher preparation.programs in
- I1linois; neither are exit examindtions covering the pggfessiongi - 4
training administered prior to graduation or certification. ;
. o

R DR - . o | . |
‘Suggested Policy or Agtion_ s o f o S t
' o ]
|
Jperformance in student teaching are recommended for quality
_control in certification requirements. Competencies for teach-
ing effectiveness should be defined :and made a part of this

, Coe _ o S :
Exit examinations combined with docu?entation of .satisfactory »

o v | process. - A1l of the above will be ruch simpler. to provide when
entrance requirements are tightened.and enforced. . - -
. : N ' . g .. )\ ‘ o oo
AgencieS\g;\:i:g?s Responsible . . oo T
‘ . : : RN
- ‘ S-8.E., College/Department of Education, L.E.A. |
\__ - . _ . o o ‘ s
ISSUE II: .  The amount of time required for student teaching varies from. '

institution to‘institution and is not considered adequate in
many cases. - - ’ SR ' -

“ r

¢ " Suggested Policy or Action © . ; - N

. 7 . . .

" Full-time student’teaching should be required for a minimum of

one semester and prospective student-teachers should intemwiew
~with the principal or his designee for these positions.

’ R . ., -

Agencies or Gﬁbups Responsible : o . "y
" Institutions of Higher Education, L.E.A.'s |

y o . /.

)
4 L

ISSUE III: There is no uniformity in the placement, supervision, and diagnosis
e *  of progress--with remediation--during the 100 hours clinical ex-
, perience. This is beginning to place an unnecessary burden upon -
. the public schools. : o

05




Suggested

Agencigs or Groups Responsible

'ISSUE IV:

Suggested

Agencies or Grdups Responsible

‘criteria for recommendations for,certificatio

- teachers from the college level
-too often appear to inflict an

professors -or graduate students who have had public school teach-

Policy or Action o) ‘ , :
College professors who teach professional courses which incorpo-
rate the clinical experiences should also conduct' the placement,.
supervision, diagnostic and r{mediation procedures for their
students. Services, such as working with ‘small groups or individ-
ual studerts under the direction of the regular teacher, should

be provided by these prospective™teachers. . '

-

L.E.A.'s, Colleges/Departments of Education, I.S.B.E.

{

1 as tﬁz\giﬁngision of studenf
are consddered inadequate and
Unnecessary burden on students,
supervising teachers, and administrators in public .schools.

The placement prOcéddres as. wel

Pblicy or Action- »7 _ ,
The placement procedures should be,impyoVed upon andfon1y'those

ing experience and who are trained _
public schools should\pe permitted to perform this highly jmpor-
tant function. Tﬁg supervisory process should provide more on-
site observation, conferencing and re
in a.timely manner at the school.

in ¢linical supervision in

™
vant teéchnical assistance
PR ] .

. -~

Col]eges/Dbpartmenté of Education, L.E.A., I.S.B.E.

v . e

Reduirements for approved programs differ from institution to
institution in the state making it difficult to determine the

n.
))

L
~

Poiicy or Action

Basic or minimum sfggéardg for~certification should be standard-
ized an¢ should include the collegé degree with an acceptable -
grade point average in the student's major and professional
education courses, The student teaching grade should be accom-
panied by recommendations from the college supervisor and super-
vising teacher for the purpose of documenting acceptable teach-
ing performance. ' : : \
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Agencies or Groups‘Rbsponsible'; o - v'_ ‘ ‘f o ° e
hf‘\< - L.S.B.E., IhStitution%”of Higher Education, L.E.A.'s
ISSUE vi:  Many professionaT eduéatibn courses are not cons}dered to be .
e / < ,current or helpful to beginning classroom teachers. ' @ |
- b _ ) ; )

- } '_- . . ) ) * ‘ .
Suggested Policy or Action ' ’ ' n |
« - The professional education courses must include.cyrrent materials
: and methods as well as provisions for the development of an op-,
- erational understanding of such things as educational theory and '
- (‘ .. philosophy.along with competencies.cons}eered essential by
. research findings in the area of teacher\ effectiveness. For
example, microsimulations using video equipment .allow prospec-
tive teachers to put theory into practice in college methods
courses. S o

Agencies or Groups)ﬁesponsible < B \/;
, o .
Institutions of Higher Education, L.E.A.'s, I.S.B.E.

Advisory committees~comprised of L.E.A., the business and community ,
sector as well as representatives of higher education. -
B - ) . . J

’

ISSUE VII:  The program-review procesé in the state is necessary for improv-
: ing teacher preparation at the undergraduate level but it does

a

; . - . not seem to be effective as it could bé in strengthening th
PR . quality of programs. ' .

&°

i} Suggésted Policy or Actioh

" The I1linois State Board of Education's "program review process"

 should be strengthened and continued. More frequent onsite
‘reviews are recommended for colleges/departments of education.
I.%%;. should monitor the quality of all.courses taught.

Agencies or Groups Responsible

PN - @

. 1.S.B.E., Institutions of Higher Education, L.E.A.'s




i : s \

GRADUATE PREPARATION =~
. ’ RECRUITMENT INTO GRADUATE SCHOOLS .

ISSUE- I: Students who‘énter gréduate schools are seldom encouraged to work
toward a "Master of Arts in Teaching" degree.

° . . [

. Suggested Policy or Action

There is a need to reactivate the M.A.T. degree so-that talented
teachers may take additional courses in their major or minor
~curricular areas with corresponding professional education
- courses to update their teaching skills, : ‘

Agencies or Groups Responsible = q\

Institutions of Higher Education . | | : =

ISSUE II: .  Financial rewards for master teachers are often not sufficient
: to keep them in the classrooms. o L

R
Suggested Policy or Actiggk_/)

Master teachers should be provided with . incentives both finan-
cial and otherwise to remain in the classrooms. This should be
studied and plans developed for remediating this situation in
the -public schools of I11inois. : : ~

Agencies or Groups Responsible -

L.E.A.'s, 1.S.B.E.

ISSUE I11: Entrance requirements for the various grad:ate programs in the
+ State generally include specific grade poi t averages for past

academic performance and recommendations from former professors.

Scores on the G.R.E. or the Miller Analogy Test are also impor-.

tant factors. Recommendations from the L.E.A.'s are not usually

Considered as a part of the admission criteria. ,

-




Suggested Policy or Action = - o

L.E.A.'s should assist in the identification of leadership
potential in their districts and work closely with colleges/ --
departments of education in recommending potentia1 students
for graduate programs.

Agencies‘or.Groops Responsible

Colleges/Departments of Higher Education, L.E.A.'s.”lls.B.E.

ISSUE IV:" : The curriculun, including competencies'for adninistrators. super-
visors and counselors in graduate programs is not viewed as :
being adequate

Suggested Policy or Action | | ¢ ‘
Essential competencies should be fdentified for the above posi-
tions and included in the curriculum. An extended internship
should be explored in which much of the course. work is provided
in the school setting. .

_ Agencies or Groups Responsibie

Institutions of Higher Educations, L.E.A.'s .

ISSUE V: That credentials are often out of date by the time an administra-
tor is appointed to a position. o
[, ]
. Suggested Policy or Action _
Administrators in the above categories shou1d be required to
update credentials periodica]]y
Agencies or Groups Responsible

‘Institutions of Higher Education, L.E.A.'s, and I1.S.B.E.
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PUBLIC SCHOOL DISTRICTS _
. * RECRUITMENT INTO TEACHING--OTHER SCHOOL DISTRICT POSITIONS

- Pz

~ < -7

ISSUE I: ‘ It is diffi;ult to recryit ng-dfastate-teacﬁers w56 are’ "
) - certified in cutricular areas where shortages exist.

‘o

s b ‘ - YR ¢ i
.. - . - . o . K “» [N

»: Suggested Policy or Action = - .o - .

S "Provide for reciprdcity with other states for teacher certifica-. e
tion. NCATE is an avenue for this type of agreement. :

8,0

e . . ¢ . . s
. - PR

r . ~ ‘ s . .

Agencies or Géouﬁs Résﬁdn§1b1e L SESTUE A "
.. s
T ISSUE M . Certification” regulatjons, are viewed as ‘actually preventing some -

L .. - .excellent teacher ‘candidates -from entering the field.

[N

'Sugge§ted Palicy or Action.

... ~The certification process should be reviewed and workable and
. positive aspects as well as the negative influerices some special
2= . interest groups have had upon certification should be documented.
It is strongly recommended that any changes in certification
" requirements in I11inois be carefully researched and approved
.by the certification board before being presented to the legis-
lature for action. — :

s
.

..
-

Agencies or Groups Responsible

1.5.8.E., INlinois Legislature

s 4

~

ISSUE III: Recrﬁitment efforts in the staté are lacking and many of the \
* + 'talented prospects enter other fields. . )

a

Suggested Policy or Action

Media and job descriptions should be used to advertise vacancies -
locally, state-wide, and nationally. There should be active par-
ticipation in the student-teaching programs utilizing competent

master teachers in the school disctricts to insure satisfactory

60
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Agencies or Groups Responsibie

e . L.E.A. ’ Institutions of Higher Education 1oca1 and state news- = .- ,ff,
' ' papers, radio and television

: A .- .

3 oL : A c . ) - - '

G' - N - - . - . L.
[

e ISSUE IV: - . ~Personnel ava11ab1e as a resu]t of the réductibn in forces (RIF) -
‘ T ,are not'known outside the local districts. e jmz-

£l .
. B 1

Suggested Po]icy or Action

. .," . " A state builetin should be pubiished by the 1.S.8. E and maiied
o . to Jocal school districts which includes a list of teachérs with .

‘ : areas of certification. Monthly bulletins with demographic data . . ..
wouid be advantageous to RIFFED employees and schooi ‘Systems. .

wAgencies or Groups Responsibié R - . ' o o '< 2
 1.S.B.E., L.E.A.'s | R o
R . . " .
ISSUE_V: * Declining enro]]ments and,financiai exdgencies make it necessany“

to employ teachers-who are certified to teach in more than one ,
curricular area. :

. Suggested Poiicy or Action.

Prospective teachers should work tgward certification in more
than one field. A major field s one or two minors is possible
if advisement and course work toward this end is begun early in
the college experience. Multiple certification /in special
education is advised. .

Agencies or Groups Responsible

Institutions of Higher Education, Co]iéﬁgﬁ?nepartments of Education

ISSUE: VI: Part-time teachers and those with elementary and high school
- . certificates are discouraged from working. because of current
#tenure laws.

Suggested'PoIicy or Action

Legisiation should be enacted which allows for job-sharing and
\ o - other part-tine teaching without a loss of tenure. Certificates

61
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. i N

for suﬁstitute teachers’ should be comparable to cértﬁf%cates
for elementary and fecondary teachers. ‘ ~
It is also Fecommended that early retirement incentive programs

- should make it possible for those persons to undertake a reduced
work Toad without jepordizing retirement benefits,

. Agencies or Groups Responsible

."Certification Board, I11inois State Legislature

o

:dSSUE. VII: - Job descriptions are not available for positiohs in many districts
* resulting..in a lack of clarity as-to exactly what the job entails.
This often results in people applying who are not qualified for
the position. .

, P "
Suggested Policy or Action 4 ’

Districts should be encouraged to develop current jeb descriptiohs
for all positions in the school system. i

Agencies or Groups Responsible

L.E.A,'s

At the present time, graduation and certification requirements
do not always insure that teachers can perform in an acceptable
manner in the classroom. Many talented teachers also leave the
profession after a few years becausé of a lack of support at the
school level.

ISSUE VIII:

adl "

Suggested Policy or Action

on a temporary certificate

ich time they will be given support and
technical assistance when needed. This year could also be used
to provide additional time to demonstrate teaching competencies

" required for full certification. Administrative support should
be provided through the\teach{ng experience.

N\

st year teachers d tea

Agencies or Groups Responsible

1.5.B.E., L.E.A.'s, I.H.E.
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PUBLIC SCHOOL DISTRICTS

ASSESSMENT OF IN-SCHOOL AND DISTRIGT}HIRING PRACTICES ot

‘Suggested Policy or Action

Given the present state of local district resources, the recruit-
ment of minority candidates qua11f1ed to fiNl vacancies is’
. 1nadequate _ ..

A recruitment effort should be joiﬁt]y launched by the state and

Agencies

ISSUE II:

local districts to ascertain that certified m1nor1ty app]icants
are available when openings arise. & -

or Groups Responsible

L.E.A.'s, I.5.B.E.

The process for the recruitment and hiring of teachers. adminis-
trators and other staff members, as it is practiced in the state
of I11inois, 1s criticized in many areas resulting in resentment
and a diminishment in public support of education.

; Suggested Policy or Action

A task force or committee should be established to develop recom-
mendations for a "code of ethics" related to the recruitment

and selection of personnel for, the public school system in
-I1Tlinois.

&'-

Agencies or Groups Responsible

Professional organizations, I.S.B.E.
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- e . PUBLIC SCHOOL'DISTRICTS - |
.0+ 7 ASSESSMENT OF O-THE-JOB PERFORMANCE

JISSUE I: Current evaluation procedures do not result in improved instruc-

: tion. This is felt to be the drea of most critical need by

administrators. s

- . .
LA

-Suggested Policy or Action

.Teachers and evaluators must communicate about the essential
elements in the teaching/learning situation for improvemerit to
occur. : :

Meaningful and effective criterion referenced supervision can

be developed within a school when competencies related to teacher
effectiveness are identified and materials for technical assist-
ance are provided. ‘

The principal who designates all or a part of this supervisory
function to assistant principals, department/grade level chair-
persons, or master teachers must provide sufficient released
time for these duties. : :

- This supervisory process must operate in a timely manner based .
upon need and mutually agreed upon criteria.- All teachers and
administrators should be evaluated on an annual basis or more
often if time and staff are available and if the situation
warrants additional attention. )

Agencies or Groups Responsible

1.5.B.E., L.E.A.'s, Professional Organizations, I.H.E.

A

" ISSUE 11: Annual evaluations do not always focus on the recognition of
: excellence in teaching.

The public is not always made aware of the school's cortributions
to society as well as areas of excellence in teaching per se.

Suggested Policy or Action

Teacher burn-out can be lessened by identifying important
contributions of teachers. The evaluation process can be useful
in motivating teachers to remain in the profession and to enhance
teaching skills, étc. The media should be used to disseminate
this information to the public on an organized basis,

ERIC | - 64
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Aggnciés or Groups Responsible - ; T

L.E.A.‘QJ'CommunitM; State anngocaI Organizagjons

» . . [

ISSUE I11: - Guidelines for the assessment of on-the-job;perfefﬁanéé"éré.
lacking in the public schools of I1linois. : .

Suggested Po1ity or Action

The state should research competencies related to teacher and - -

4

principal effectiveness and recommend appropriate supervisory:
practices for the purpose of ensuring their inclusion in
assessment procedures. They should then come-forward with
guidelines for improvements in. these areas of the teaching-
~Tearning situation in the public schools of I1linois.

- o

Agencies or Groups Responsible B

1.S.B.E. \
ISSUE IV: Extracurricular activities, particularly in secondary schools,
are not taken care of by the staff in a satisfactory manner.

”

Suggested bo1icy or Action
s . »

A state level task force should be developed to study this
problem and make recommendations. -

Agencies or Groups Responsible

1.5.B.E., I11inois High School Association, Community or
Business Sectors

.
Y Cas .
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| PUBLIC SCHOOL DISTRICTS _ ‘
CONTINUED PROFESSIONAL DEVELOPMENT (INSERVICE EDUCATION)

oy

. ISSUE I: "Continuing ‘contracts or teacher tenure are often granted before
A adequate evidence of teaching competency- s documented.

Suggested Policy or Action

T *  Continuing contracts or tenure should be granted only after the -
R . " successful completion of three years-of teaching. | .
A < R4 L ' l..-'--.. o . ) ) Lo ! :

s AgénciesGOr Gfduﬁs~Re§boh§1ble R . o >

L.E.A.'s, School Board Association, Teacher's Organizations
Y | ‘

p) ' . .

ISSUE II:  Professional or staff development activities are not a]ways based
~upon "needs assessments" in the school and district. Many of these

- programs .are inadequate, piecemeal or stop-gap measures with narrow,
short-range objectives.

4

Sugdéstgd Pé]iqy or Action -~ . «

School Districts should be encouraged to develop long-range plan-
ning for staff development activities. This program must be
based upon the results of "needs assessments" in the school and
district. Individual assessments of personal neeads should also
be taken into account.

The I.S.B.E. should develop guidelines for the development of
five-year plans by school districts.

Agencies or Groups Responsible

1.5.8.E., L.E.A.'s

ISSUE III: School districts do not always avail themselves of the services of
. colleges/departments of education in the planning stages of staff
development pragrams and time and money for meaningful inservice
programs are not viewed as being adequatg-to do tﬁe Jjob.




L4

. I
Suggested'Po]icy or Action

In the guidelines, the 1.S.B.E. should provide for collaboration

among colleges/departments of education ahd regional offices.,

The state could be divided in such a way that there would be

district access to igstitutions of higher education for this .
. purpose. = ‘

_In an organized statevide effort.to-cqordinate-the delivery of
inservice programs gt regional and local levels, E:S.R.'s should
" be encouraged to assist in developing inservice programs.

Recommendations for fuhding should be made. by the state .
.. :uperintendent‘gnd,appropriated for this purpose by the legisla-
‘ ure. - PR ) . '

o

Agencies or Groubs’Respons!b]é‘ , T

1.5.B.E., School Bdard Association; L.E.A.'s.41111ngis LegjsIature.°

. . ThstTtutions of Higher Education’

ISSUE IV: Community support is often lacking and may even be detrimental
*  to the process of education. Faculty and staff in the public
schools are 1imited in knowledge about, and time for, these

bt activities. , . .

Suggested Policy or Action ' .
There needs to be a unified effort by all involved in public ed-  »

ucation to become active in community affairs and to facilitate (.
community assistance in school functions. This will require stdff

development and the support of teacher's professional organizations. -

Agencies or Groups Respohsib]e o o
' . - e
L.E.A.'s, Community Agencies, Institutions of Higher Education,
A.F.T., and I.E.A. . . N

N
ISSUE V: ~ Certificate renewal is viewedaas not being tied to teacher needs

or the needs of the school district with the vresult that, in
many ‘{nstances, 1t fs consideréd less -effective than i1t could be.

-

Suggested Policy or Action

Evidence of professional growth should be required_for the renewal’
of teaching certificates every four years. This cﬁn take the form
of Continuing Education Units,(c,E.U.). One C.E.U. would consist

! .
. [ . [ . v .
. . P ‘ . ,' e
E MC L0 . ? . . 6 7 4 ¢ -° ‘ 2 ¢ .
JAFuiext provided by ERIC i o o e

&

3
T




of five hours of professional growth activity approved by the
Regional Superintendent and based upon criteria established by
the 1.S:B.E. Such activities may or may not include approved ..
graduate or-undergraduate work leading to a degree. Workshops,
institutes, or other activities which have been pre-approved are
also valid professional growth activities. .

Agencies or‘Gr6up$ Responsible a | L \

Certification Bpard, L.E.A. v B

ISSUE VI: - The critical shortage of méth an&,science teachers in I11inois
has not been addréssed and is causing hardships in the schools.

S

-

Suggested Policy or_Action

The state should consider supporting a sabbatical leave program
for teacher re-training in these and other critical.areas. The .
district and state could share the cost with the teacher making

a commitment to return to teach in the district for at least

three years. Master teachers could be useful with beginning
teachers as mentors and in providing technical assistance when
necessary.

R

Agencie§ or Groups Responsible -

1.5.B%E.,"L.E.A., School Board Association | s
. | Y ¥,
. LgiyE VII: It has been necessary to draw.from a pool of certified .teachérs
' who have been out of the classroom for a period of years and

these teachers usually need specialized inservice programs_which
are not available. : ' - ,315‘
. o . -

. v 1 0 » ‘
Suggested Pglicy’cr,Action

. Certificated teachers in the community should be sought out and
2P - encouraged to participate in staff development programs degigned
ST to updaté teaching skills and content. These reactivated teach-
: ers would then be available when Yhe ficed arises. They may also
AN ' contribuyte to the schools on a.volunteer basis and thereby
. enrich the school offerings. RS ’

" Agencies=er ‘Groups Responsible

L.E.A.'s, Colleses/Departmengs of Education

. ’
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: ISSuE X: Staff development act1V1t1es 1mpose a hardship on a school system

.
- . , ) . 69 . . ‘v,

ISSUE VIII: The age of the'teacher»populatfou is increasfng due to a declin- : l
. “ing student popu]ation and tenure laws in the state of Illinois. o

rs
. . .

Suggested Po]1cy of Act1on ' . ‘ . 4 :

Research is needed to determine needs of an aging cabre of teachers
and staff development programs should focus upon teacher effec-'
t1veness, motivation and job sat1sfact1on., -

©

-

Agenc1es or Groups Respons1b1e '

1.5.B.E., L.E.A.'s, Co]leges/Department of Educqt1on

¥

-

ISSUE "IX: Declining local resources impact local efforts in the area of
‘ inservice; inservice is increasingly vulnerable on the "services '

. to go list" because of tké‘wddely held belief that "#nservice .

. has been a failure". : o . : e v '

. a . - . v

- °.

Suggested,Policy of Action’ ,},
, There are 25 teacher corps or RRC centers in I]]1no1s do LEA's - °
. ' knoy of their existence? ISBE should aggressively promote pub11c

: . awareness of centers and coordinate other resources of ‘the state

so they will be used efficiently for inservice. An allocation of

“a substantial percentage of block grants should be made to meet -
- professional training needs of educators. .

Agencies or Groups Respons1b1e . o A, e

-

I.S. B ‘E., L.E. A s, Teacher Corps, R .R.C. s

” T e ' A - . t.

when teachers are out of classes. When workshops are held after
school or on Saturday,~teachers are tired, unresponsive, or absent.

.
&

_Suggested Pol1cy of Action .

The é@ﬁool year should be 1engthened to 1nc1ude time for staff
development before and after the academic year begins or ends.
Inservice daysgshould be interspersed throughout the school year.

‘ AgenC1es or Groups Respons1b1e

Local School Boards, 1.5.B.E., Leg1s1ature

»

. N




ISSUE XI:

<

ISSUE XII:

a N
] .
y 4
o

Suggested
/ .

. Aggncieé or Groups Responsible

Suggested

El

certificate renewal.

Some school districts in I1inois are small and do not have

_resources available for quality staff development‘programs._

< .
7

Policy or Action

_ f 1 - o
Several small districts may or @ay not coordinate staff devel-
opment activities through the regional superintendents office
and combine efforts in meeting the needs expressed by schools.
Eo]]eges could be assigned to regional officesonan equitable
asis. " ‘

.

@

L.E.A."'s ‘Colleges/Departments of Education, I.S.B.E. =

1.S.B.E. guidelines for efficient and effective staff develdpment
programs in local school districts-are inadequate and many of
these programs do not incl8de an evaluation of their effective-
ness nor provisions for adequate compensation for teachers.:
Record. keeping is minimal to non-existent in many situations.

Po]ﬁcy or:ACQjon

The I.S.B.E. should develop and’implement quidelines which con-
tinue to allow for creativity by loca chool districts but
address themSelves to the issues as stated. More direction is
nécessary and teachers, support personnel, and administrators,,
must have reléased time with pay and/or college credit.

Continuing Education Units (C.E.U.'s) may 2l1so be tied to

<

‘Agencies or Gkoups'Responsfile

1.S.B.t., L.E.A.'s, Colleges/Departments of Education . .

»




SCHOOL BOARD : Final Draft for:
"Panel of Panels" .
UNDERGRADUATE TEACHER PREPARATION BN Springfield Hilton
DecemBer 6-7, 1982

- RECRUITMENT INTO TEAGHER PREPARATION PROGRAMS

X : o™

Current data indicate that little is being done presently to
.attract the better students into teacher preparation programs
with the result that fewer students ‘elect to enter teach1ng
and many of those who do enter show ev1dence of lower aca-
dem1c ability. o «

"

- Y

Suggested Policy dr Action

Launch a campa1gn through the pr1nc1pals teachers, and guidance
counselors in public schools and in the media on lpcal, state,
and national levels to improve the public 1mage of’ teachers. .

-;'Areas of excellence in curriculum and 1nstruct1on should be
recegnized’ and pub11c1zed

High school students whodemonstrateab1]1ty in sc1énce and math-"
ematics or other curkjcular areas in short supply should be award-
ed scholarships to erter teacher education programs in these -
curricular areas. - ’ '

Fellowships could be granted to inservice teachers on a compet-
itive basis for part-time graduate study to become qualified in
another field of interest which is needed in the school system.
These teachers could come_from elementary or secondary levels in
the school—syst@m. Fel]owsh1ps should“be awarded on a competi-
tive basis.®

- Teacher education programs shou]d be improved by offering more .
cha]]eng1ng and intellectually stimulating courses. .

In the promotlon of teaching as a career,. emphasis could be
placed on the premise that a teacher education background
serves a dual function: _

~

4) a lifetime. career in teach1ng, \ '
.b) as a preparation for l1fe/other types of careers in
business or social serv1ce

-~

Agencies or Groups Re§p0n51b]e ' -

- L.E.A.'s, Col1eges/Departments of Educat1on, I.S.B.E.

[
o




ISSUE I: The first qua

: UNDERGRADUATE TEACHER .PRE'PARATION
Vs . R \ )
ASSESSMENT IN TEACHER -PREPARATION PROGRAMS

A\

’I

entrance requirements into teacher education programs which
are not viewed as adequate. These rgquirements do not pro-
vide sufficient assurance that thosd who are admjtted have
the potential to becbme effective teachers. g

-

)

iity cohtro] point for initial assessment deals with

Suggested’Po]icy'or Action ' ‘ \: ,f -

teacher education pregrams in the state of Il1linois. !

-

There'shoufh'pe'strict and uniform standards for 'entrance into

Groups or Agencies ResponsibTe . . -

Colleges/Departments of Education, I.S.B.E.

ISSUE I1I: There is little evidence that. those who teach professional

preparation courses in Colleges/Departments of Education .
actually place and supervise their students in the public ’
schools with the result that they are imposing an unnecess-
ary hardship upon the L.E.A.'s. Potential _teachers in these
classes are not receiving maximum benefits from this exper-
ience and meaningful assessment is often lacking.

Suggested Policy or Action .
Competency-based programs would provide opportunities for
prospectivé teachers to benefit from diagnostic/remedia-
tion procedures in their courses. These competencies for
teaching effectiveness should be stated and articulated
into the curriculum. - Students should be afforded oppor-
tunities to demonstrate them as part of their assessment
prior’ to completion of the program.

The 100 hours clinical experience should be supervised by -
the professors teaching the courses. Their students should
be allowed to observe as well as contribute to the learning
experiences of public school students under the classroom
a;eacher's direction i.e., helping with small groups or indi-
viduals. Care should be taken not to place too many students
. in a class in order not to cause an unnecessary disturbance »

in}the school.

v




©
.

Student-teaching ;hould bé for a ﬁiﬁimum of one semester. A p

competency-based student teaching experience should be instituted

in I11inois so that prospective teachers can demonstrate skills
documented by research as essential to effective teaching at all
levels. Extended time for student teaching should be subsidized
by the parties involved. ‘ '

Agreements for student~teaching should be three-party contracts

. - involving the student, the university, and the host district.
Criterion-referenced- supervision, on the part of college professors,

should be frequent and' effective as it relates to working with
student-teachers, cooperating teachers, and others in the schools.

Colleges/departments of education should administer an exit exam-
ination prior to the recommendation for certification. The exit
exam would include documentation of the acquisition of competencies
considered essential to the teaching process. It is recommended
that standard setting, with input from receiving agencies, be

left mostty to the I.H.E. .

13

Agencies or Groups Responsible .

1.5.B.E., L.E.A. 's/Local School Boards, I.H.E.

@

4

ISSUE III: Professors in colleges/departments of education may need staff

development in order to demonstrate the teaching competencies
and supervisory practices in the professional courses they teach
and should employ in the supervision of clinical and student
teaching experiences.
o .
. fl ]

Suggested Policy or Action:

" A1T full-time Education Bepartﬁent faculty and administrators '
serve, at least once every five years, one-half day ptr week for
a semester, in & public school performing duties related to his
or her college teaching responsibilities. : :

Supervisory skills as they relate to practices in the public
schools need to be updated. . .

Ageﬂggﬁs or Gfoups Respon51b1e >
o 1.5.B.E., I'H.E.'s
-

73
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ISSUE 1:

.
v ' .
GRADUATE PREPARATION

RECRUITMENT INTO GRADUATE SCHOOLS

The'requirements for admission into graduate schools and programs A:
within the schools vary in I1linois and do not provide an-adequate

assessment of the applicant's potential to become effective school
administrators.and qounse]ors. ‘

Sdggested Policy or Action

14

Agencies

ISSUE 11:

The mechanics should be developed to enéourage L.E.A.'s to .
identify strong candidates for further administrative training
rather than the self-selection process now in use. ’

.Specified criteria or requirements should include prior certifica-
tion with successful classrgom teaching experience along with
recommendations from the local school district as to the candidate's
human relations skills and leadership potential. . o

.Longitudinal data or follow-up procedures should be instituted to
determine the graduate's success in administrative or counseling

positions so that graduate schools can evaluate their admission

: standards.

[ . . ¢

or Groups Responsible

L.E.A.'s, Local School Boards, Colleges/Departments of Education.

»The curricula in graduate programs for administrators, sypervisors
and counselors do not always include provisions for the develop-
ment of competencies considered essential for thes¢ positions in
public school systems.

L TN

Suggested Po1icy or Action e

Agencies

supervisors, and counselors shoyld be identified from research
literature and be included in ¢hurses taught in the graduate -
programs. : : A -

Much of this course work can be taught more effectively in the -
school setting-during an extended internship.

‘Local school boards should recognize their responsibility to -
Colleges/Departments of Education by providing accurate and
timely reports to the institutions concerning the effectiveness
of their graduates in. thest areas. - Graduate schools may use this
information to assist in evaluating program effectiveness.

or Groups Responsible _ 74 4
1.5,B.E., Colleges/Departments of Education, L.E.A.'s

Competencies necessary for theggffective performance of principals,




 ISSUE III:.

,

'SUggested

Agencies

g

ISSUE IV:

Suggested

Agencies

There appears to be a considerable delay between the awardinq‘.

of an advanced degree and actual job procurement in administra-
tive, supervisory, and counseling positions. The average for the -
state of I11linois is five years.

Policy or Action

Appropriate and current staff development procedures should be
scheduled for the period between completion of a program and
employment. In this manner, candidates who are certified and
who apply for administrative, supervisory or counseling posi-
tions, will have had recent training experiences. , ‘

or Groups Responsible - : ’ o !/

L.E.A.'s, Colleges/Department of Education, I.S.B.E.
. X ’ N . :,'

The studies indicate that declining enrollments in colleges/de-
partments of education are resulting in an excess of faculty and
space in many of the colléaes and universities. Possible results
of excess capacity may include a loss of administrative staff and
programs of poor™quality and scope..

Policy or Action

Each public institution in the state of I11inois which is supppwrt- -

ed by the taxpayers shoald be reviewed and assessed regarding capa-
city and enrollment. Adjustment regulations must be made and en-
forced. when and where indicated.

The over-a]l picture in teacher education should be studied care-
fully before recommendations are made for improvement.

Considerations should be given to the possibility of a specializa-
tion of mission and goals to reduce overlapping and- competing ser-
vices. o o * . -

Financial and other incentives for the re-direction of staff and
> regources should be provided.

or Groups Responsible

I.S.P.E., I.H.E.'s

1




E PUBLIC SCHOOL DISTRICTS

Suggested

RECRUITMENT AND RETENTION INTO TEACHING
AND OTHER-SCHOOL DISTRICT POSITIONS .

The negative public image of "teaching as a career" is resulting
in fewer students in high schools and colleges electing to prepare
themselves for the education prpfession. The data also suggest
that many of those who do enter teaching are not among those who
are the most promising candidates for teaching.

Policy or Action

Provide competitive entry-level salaries and incréasg the salaries
for all teachers. : ' ' )

Wage a campaign to promote the benefits of teaching as a career by
hiaghlighting the contributions of teachers in the school and commu-
nity. Positive aspects of teaching may include such things as.

200 days of work annually, same vacation schedule as school-age
children, no need to commute long distances, and the career can be
interrupted when necessary and resumed without penalty in most
places (ite. childbirth, advanced degree, etc.).

-

Agencies or Groups Responsible

ISSUE II:

L.E.A.'s, Local School Boards )

Many certificated and/or highly qualified prospects for teaching
positions in local districts are available on a part-time basis.

.Current tenure laws effectively preclude recruitment from this

pool of teachers. Others with degrees and strong. backgrounds in
such subjects as science and math are not able to teach until pro-
fessional background is secured. I

<

Pof'%y or Action . .

-

Former teachers should be identified by pérsonnel directors in

- school districts/regions for employment{ion a part-time g?sis or

for substitute work.
i ’ )
College graduates with backgrqunds and skills in areas of critical
shortage should be encouraced to take the professional courses
necessary for certification. A demonstration of competencies con-
sidered essential to effective classroom teaching should be a major
part of these requirements. Course work should be concentrated/ |
telescoped into two'or three-week segments and delivered in con-
venient locations. g ;

76
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Special targeted programs should be designed at the graduate ‘level
. o for those who desire to re-enter the teaching profession; who elect
. te pursue a career change; or who svmply wish to renew certvacates
for. part-time teaching responsvbvlitles

.-
Agencies .or Aroups Responsible

I.S.B.E., L.E.A.'s, Colleges/Departments of Education

o

‘¢

ISSUE III: Teaching is perceived to be a "career-less" profession which does
. not reward productive and talented teachers. There are few pro-

visions made fér moving up the ladder in te@;hino per se.
\

- & v

Suggested bdlicy or Action

In order to recruit and retain excellent teachers, the teaching
career should be restructured with clearly designated and defined
professional ranks or a differentiated staffing format. Commen-
surate increases in salary should accompany each step up the ladder.
In this way, more of the capable teachers will be able to afford
to remain in the classrooms and longevity would cease to be the
s only method through which a teacher coufd receive salary increases.

- . The national average salary for teachers is $18,000. This must be

improved soon.

©
[}

Agencies or Groups Responsible
©1.S:B.E., L.E.A.'s ' -

»

ISSUE IV: - It is difficult to retain the better teachers becauee of the com-
«petition between the need to increase beginning teacher's salaries
. and to upgrade the yearly increments for 10nq-term teachers.

Suggested Policy or Actibn
Long-term teachers should be given priority over beginnina teach-
ers in the salary pool in order to keep these people in the class-

» rooms., .

Agencies or Groups Responsible

Local School Boards/Scheol Systems

-7

b
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fSSUE V: There is evidence to the effect that salaries -alone will not serve
to retain the best teachers in the classrooms. '

)

Suggested Policy or Action

Competitive "beginning”" and "long-term teacher" salaries with
fringe benefits should be provided. Recognition for excellence,
and technical assistance when necessary, should also be avail-.
able and fostered in the school district, and the school itself,
Community support of teachers and schools is essential. .

Agencies or Groups Responsible

Local Schoo! Boards, L.E.Av, Community Organizations




PUBLIC SCHOOL DISTRICTS
~ASSESSMENT OF ON-THE-JOB-PERFORMANCE

Formal evaluation procedures for certificated personnel in school
districts are not .usually viewed as being effective due to the
inadequacy of evaluation instruments, the frequency of evaluations,
and the supervisory process in general.

Suggested Policy or Action

©

<. Criteria should be identified from "job specific" research (i.e.
teachers, principals, counselors) which discriminate between
those whose performance is or is not satisfactory. These criteria
should be included in the assessment instruments. *

Evaluations should be of sufficient frequency to allow time for
the identification and remediation of problems.

The supervisory process should be thorough and include time for
conferencing and writing reports. .

Agencies or Groups Responsible

- ISSUE II:

I.§.B.E., L.E.A.'s, 1.H.E.

[ i

The evaluation of on-the-job performance is not usually consid-
ered to be beneficial in terms of improving instruction.

Suggested Policy or Action

The evaluation of teachers, administrators, and other certificated
personnel in the schools should be linked to "needs" assessments
"and be used for improving on-the-job performance.

Programs and areas of excellence in the schod1s may also be
identified in the evaluation proceéss and proper recognition given
to re-establish credibility in the communities they serve. : -

Beginning/probationary teachers should be supervised and evaluated
frequently for the purpose of providing technical assistance when
necessary. Final decisionspregarding retention must be based

upon documented evidence of successful or inadequate performance

in the classroom. This process must be clarified by the 1.S.B.E.,
working with L.E.A.'s and representatives of professional organi-
zations.,

In the evaluation of tenured teachers, technical assistance should
also bg“available when indicated. : .

. ; . . e
, SR =it
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\ .
Principals, counselors and supervisors shoul be assessed annually
upon predetermined criteria. S

Agencies or Groups Responsible

L.E.A.'s, 1.S.B.E., L.E.A., L.F.T.

ISSUE I11: Accountability in the schools for the purpose of insuring -

P + excellence at all levels requires an adequate and well-trained

' / staff. Many school systems in I11inois have cut back on this
function resulting in too few supervisors and'administrgzhgi.
Those who are in these positions may not have sufficient time
: or the expertise to do the job. ’

e

Suggested Policy or Action

. Local school boards should determine the availability of properly
trained staff to accomplish school,, district, and regional
goals regarding the improvement of‘\n
The-1.S.B.E. should develop guidelines for appropriate super-
visory ratios. : :

Agencies or Groups Responsible
L.E.A.'s, 1.5.B.E., I.A.S.A. | /

+

struction for their students..




ISSUE I:

PUBLIC SCHOOL DISTRICTS - |
CONTINUED PROFE$SiONAL/STAFF DEVELOPMENT -

Staff-development, as. presently implementéd in local school
districts and regions, is generally fragmented and not as
effective as is ngcessary in these rapidly changing times.

Suggested Policy or Action ’ |

-

-/

Local school districts/regions should prepare a long-ranqe five-
year staff development plan based upon "heeds" assessments in

the schools. The I.S.B.E. should formulate guidelines for plan
develooment while leaving room for local initiative and roviding
for a collaborative effort between L.E.A.'s, and I.H.E.'g. -

v

Agencies or Groups Respénsible

ISSUE I1:

Suggested Policy or Action

Local School Boards, I.&.B.E., L.E.A.'s, Colleges/Departments of
Education - S :

Staff development programs are not often related to the formal
evaluatiqg process for certificated personnel.

*

L3

2

Each L.E.A. will be required to’have a formal evaluation process
in place for tenured staff with an individualized Ggurrent, plan

on file for all teachers. Conformance should°become a requirement
for L.E.A. dccreditation. ) , e, }

AN

Agencies or Groups' Responsiblé -

L.E.A.'S, 1.S.B.E. S
‘ &
v IS . “ N
The lack of meaningful collaboration among L.E.A.'s and I.H.E.'s
because of communication problems dnd inadequate leadership

- from the 1.S.B.E., is resulting in the.ccunterprodqgtive use of -
resources at all three levels. :




Suggested Policy or Action .

.

Agencieé or Groups Responsib]é

ISSUE IV:

L.E.A.'s and I.H.E.'s should be giVenﬁcIéar guidelines from the

1.5.B.E. for collaboration in develpping, delivering and
evaluating staff development programs in the state of I1linois.

-~

I.5.B.E., L.E.A.'s, I.H.E.

Staff development’ programs are not always successful in improving
_performance and student learning. )

Sudgested*Po]icy or Action -

The achievement of district goals in terms of student achievement
is the only reason for the expenditure of time and ﬁgney on staff
development. It would follow that the evaluation of"the effec- -
tiveness 6f programs and staff ‘in terms of learner achievement should
be structured and implemented in the public schools of I1linoisa

This recommendation is based uppn~the'assumption that all staff
members must work toward improvement in thg quest for excellence.

-4

Agencies or Groups Responsible ’ ~\ ' ' | .

Suggested Policy or Action

]

Agencies or Groups Responsible . ..

-
»

1.s.35§<>\L.E,A.'s, | - | N
) b A - '

" The preparation or re-tnainihg of school personnel for new or

expanded assignments is not presently built into staff development
programs on an integrated and sequential basis. -
) ) .°

- \ . .
Programs should be designed fgr the preparation of staff for new
or expanded assignments. - As the needs of society chahge:.achoO]s )
must meet these) requirements ir an economical and timéTy manner.le
It is also regommended that L.E.A.'s explore the interface .
possibilitiestwith the private sector in a mutually beneficial
staff development end®avor. ' T ‘
R t

LTSN
- L2

v ] .
Business and Industries, L.E.A.'s, 1.5.B.E., I.H.E.'s ~ -

Ve B o .
At ki ~ ’ .
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ISSUE-VI: = Administrators -in the public schools may require additiona]__
assistance in evaluating programs 'and staff, particularly the
~ probationary teachers. . T : ‘

Y

@

o

Sdggésted Policy or Action _ o . « D :

. - [ :
=# Master tegchers should be granted sabbatical lékvesfto receive
advanced and currert training i ritefion - referenced super-
vision. These teachers may wor - part-time during the academic
year in providing technical assistance to beginning/fprobatidnary
teachers, under “the direction 6f the principal. These ‘teachers

may‘flso wish, to updaté knowledge in field or teaching skills. "
.\. q o tw .,_‘f‘ .
'Agencies or GroUpé Responsible - 4; . -
L.E.A.!s, Co]]eges/Departmen;s'of Educatioﬁ;,I.S.B;E;

QISSUE VII: * °FUndin§ for expanded staff development programs is not .adequate. -

”
[

e WY *

Suggested Policy or Action ° . A \ To. -

. The federal ngernménf,shbqu be éncouragéd to further consolidate
categorita{-funds for staff development. Likewise, the federal
government\should, be encouraged to review and relax funding'

regu]ations;gﬁ//” : . -
, The state legisTature should,establish in' the Higher Educdtion
. ’¢L Budget, a séparate. category of staff development funding to be g
. . administered by the I.5.B.E. . Current Instityte Funds should be

. ‘redirected to the I.S.B.E. Consolidated staff development funds

should be available to wplement the L.E.A%'s plan, based on pre-

: determined criteria. Emphasis should be given to on-gite staff
JEI ' development programs, : . -

. /-
“A portion of thévstaff‘deve1opment money allocations should. bk set
aside to fund seven additionat staff development daya. (up to 12
“total days) for districts submitting approved projects. This pro-
-vision will ‘not reduce pupil contact days but will provide salary

»

adjustments for days added to the school calemdar which Shoyldnggn;;_m¥;_

ually resulf™Np a 200 day work year. -

.
.

. .Y ‘ \
Agencies or Groups R@sponsi

[N
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ISSUE VIII: __Local SCHool districty Are not usually consulted by representa- ¢
. tives of I.H.E. regarding the identification of personnel for
_ adv?nced“training, certiTication, or.degrees. '

o &

Suggested'PoliCy'oé Action - I -
’\ N "'.. - d“'. B ) . ‘.’9 l . -“.J / .

‘ L.E.A.'s should be encouraged, as part of the staff evaluation
‘process, to dssist in.identifying individuals who_have demon-
strated a clear potential for:-becoming strong administrative

. “and instructional leaders in the schools and communities they
o serve: ’ T

, .

A €ollaborative-effort should be worked otit with I.H.E. which

weuld be nutually. beneficial. : v _ o

‘or Groups Responsible b

L.E:A:}S, Colleges/Departments 6f Education

Recertification requiremeqts are. inadequate~in the state of
IMMinois. . ’ : -

= A k=

Suggested Policy.gr Action - .

R , - Periodic reée?tificatioh must5be contingent, in part, upon, address-
’ ing needs as identified in indiyiddal and district staff develop-
ment plans. | -

% . 1Y

<«

| Agéhcfgs-or Groups Responsible : _ ' - e
" L.S.B.E., UUE.A.'s, LH.E. S “
. ’ L C e
- : ' ’

-~

ISSUE X: * -« Syaff development prdgramé in I11inois are "out’of sync'y There
- © js little organization and no clear-guidelines or focus with the.
‘result that money is- being wasted and the job is not being done.

o ) o : -

-~ . \ a ¢

Suggested Policy or Ac#ion . .

®

> Th; I.S.B.E. wj11 conduct an qnalysis of the current system df.

e o, . "teaching cent@rs" and other regionalized staff development of-. b
- ' ' ~ ganizations with the goal of consolidating, eliminating overlap
8 - . . .and duplication, etc., and providing a focus for staff deve]opg
) __ment services. Regioqal development ,centers should replicate °.
e © state efforts at résource. bpokerag€, communi cation/coordination,

* information dissemination, etc. "One-shot” inservice offerings -
' are usually time-wasting, inadequate and expensive. Théy should _
Y S be.eliminated! - ’ . :

- ' o L~ . -

—

.~ ' ! : . o
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( Suggested Policy or Act1on " :

L4

The E.S.R. role as a staff development resource éﬁould’be serQice.

orjented and non-reégulatory in nature without specific fund1ng e
yat ,or fees.

Revenues generated by teacher cert1f1cat1on, and,used by Reg1ona1
Superintendents for staff develdpment, should be re-directed.
Regional Superintendents currently receive $4.GO per teacher-
annually and this money should be distributed to the L.E.A.'s '
on the basis of approved plans.

<", Additional funds for staff development programs should be -
allocated and released to L.E.A.'s by the I.S.B.E. upon approval
of the five-year plans. T S

>

Agencies or Groups Responsible

\ )
1.S.B.E.; L.EA.'s ~ . ~ .
ISSUE ir: Staff development programs of the magnitude described by the .

$thool board. panel .Hl]] requiré strong leadership from the

the evaluation of instruction to improve the 1earn1ng env1ron-
« menpt for students ;

Research. on competenc1es for teacher and princjpal/supervisor
~effectiveness should be used to deve]op evaludtion systems.
"“Trainers" should be prepared to work in schools to insure that
+—2the system is properly implemented.:

Co£m1ttees should be formulated tp determine who will “train the

- trainers" and how this must be done to ensure that the evaluation
system is properly 1mp1emented as a bas1s for effective staff ’
tdevetopment.

Agenc1es or ‘Groups Respons1b1e p o - e
1.S.B. E s CoHeges/Departments of Education, L. Eé’ s& |

o _. P e e I .
‘ .
. R : . .
L)) s ’ ' &
.

1.S.B.E. and L.E.A.'s.-” Specific training will be essential for

s

g




OSuggested

~areas of ITlinois should be compiled by the I.S.B. E per1od1ca11y

k:
. ’
Agencies or Groups Responsible
_ R -t o s . * o -f . , .
L.E.A., I.B.H.E., Legislature, I.H.E. : :
> ‘.'- 3 .
ISSUE II: The public perception of teaching as a profession is low and has
: a negat1ve effect upon the number of talented students who
aspire to become teachers ‘ _ : v ‘
: . . . .
Suggested Policy or Action s //] ,
3 - .
The importance of teaching as a career be enhanced by improving

-

‘Agencies or Groups Responsible

" L.E.A.'s, Commwnities, Local School Boards, I1.S.B.E., I.H.E.

///phcentmv plans should be instituted to encourage t&lented
m

° . ) .
r R °

HIGHER EDUCATION = .~ Final Draft for:
° &' - "Panel of Panels"
UNDERGRADUATE TEACHER PREPARATION * .. Springfield Hilton,
= - ' .. December 6-7, 1982
RECRUITMENT INTQ TEACHER PREPARATION PROGRAMS cs . o~
? - . “.‘ -

In the state of I1linois, there are currémnt shoftages of teach-
ers in certain curricular-areas and surpluses in others.

Policy on Action

-

udents enter teach1ng in such areas as s¢ience -and mathe-
atics. Loans to promising college students 40 assist in pre-
par1ng for teaching would enable them to enter teaching programs
in areas of critical shortage. These loans should.be fully or - '
partially forg1ven after the teacher has taught for a specified
length of time in.the state

Demograph1c daca related to tne availability of jobs in various

and sent to L.E. A 's and I.H.E.

salaries. Media coverage of the many contributions teachers -

make to society would also assist, particularly jf this coverage -
also emphasized the importance of education to our survival as %
a nation and to our democratic way of 1ife in this techno1og1ca1
era.

@

- i

‘Legislature

86
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~

ISSUE

D i

.
~

ISSUE

III: ,Recruitment into teacher preparation programs in colleges/depart-

IV:  The public schools are not generally encouraging their graduates

ments of education in Illinois is Viewed as being inconsistant
v and “inadequate in most instances..

-

Suggested Policy or Action o ' '

¢

The 1.5.B.E. review standards for. admission to teacher education
programs in the program approval process and establish-minimum
criteria for admission. . Students should be recruited from

high schools as well as from freshmen and sophmores at the uni-

: versities, colleges, or community colleges who meet these criteria
’ or those set by the 1.H.E., if higher than minimum requirements
for admiSSion to teacher education programs.

Agencies or Groups Responsible'

1.S.B.E., F.H.E.'s, Community Colleges

*to enter the teaching profeSSion h

. L 4 (]

Suggested Policy or Action'

Counselors, teachers and adminidtrators should stress the career
advantages of teaching and encourage talented students to enter
the profession at both the elementary and secondary levels.

ttractive and appealing recruitment materials .should be pre-
pared for attracting high quality students into the teaching .
profeSSion These should be distributed by guidance counselors
in the schools

Consideration should be given to organizing teaching clubs for

,high school students in, each school. Students in these organiza- . :
A * tions would then assist teachers at all levels on a llMl}ed -

basis utilizing a cross-aging -or tutorial ,type format. -

N

-4

Agencies or Groups Responsible |

I.H.E., L.E.A.'s, Community organizations

V: - Students appﬂying fqQr admission to teacher education programs
often, have not taken sufficiently challenging courses in high
school. Further, students who have taken less ¢hallenging

courses frequently achieve highér grades and class than those




s T
who take ‘more difficult courses. The current system results

in students meetin%‘class rank qualifications but needing
remedial work. )

Suggested Policy or Action
High schools should establish a system of weighting which does

not put the students who take difficult courses at a disadvantage
particularly regarding the G.P.A. and rank in class. .

Agencies or Groﬁp{'Responsible
I.S.B.E., L.E.A.'s
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. . UNDERGRADUATE TEACHER PREPARATION
ASgESSMENT IN TEACHER PREPARATION PROGRAMS

L)
-«

ISSUE 1I: Many students electing to enter teacher education programs 1ack '
C an adequate background for college work.

Suggested Policy or Action ' -~

A common body of knowledge as represented by a college high
school preparatory program or its equivalent should be- required.
Such a program should include:

Foreign Language 2 years
Math- , . - 2 1/2-3 years .
Science, including laboratory courses -~ 23 years
English, including rhetoric and grammar 3-4 years
History, including government, special studies

World History and 3rd World History 4 years

Agencies or Groups Responsib]e

-

‘Institutions of Higher Education via self-governance and self-
regulations in keeping with I.S.B.E. standards and criteria

i

ISSUE II: - Public concern regarding the quality of preservice programs for
Y the professional preparation of teachers in I1linois is Pased
upon insufficient and at times erroneous information.

-

Suggested Po]icy or Action

Documentation of the positive aspects of teacher preparation
programs, should be compiled from the reviews by I.S.B.E.,
N.C.A.T.E., and the North Central AssociattomesfTolleges, and
Schools. The rigors of the Program Approval. Process, with
results, should be publicized in I1linois.

Agencies or Groups Responsible

o

1.5.B.E., I.H.E.'s, Media - both local and statewide

89
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ISSUE I11: ' Requirements for teacher certification in I1linois.

Suggested Policy or Action

ColJeges/Departments of Education with approved teacher education
programs in I11inois should assume the responsibility of develop-
ing their own procedures for assessing candidates prior to
recommending cangidates within the parameters of 1.S.B.E. speci -
fications. These procedures would assess academic preparation
and, together with a documentation of the student teaching per-
formance, and overall achievement levels of the student, would
provide the basis for the recommendation for certification.

; ‘ “©
Agencigs or Groups Responsible

1.S.B.E., I.H.E.'s .

ISSUE 1V: There is insufficient information regarding evidence for the un-

satisfactory performance of teachers who are terminated/as these
reasons relate to their undergraduate preparatio?;_///xf

. Suggested Policy or-Action

Specffﬂgyinformation or problem. statements related to charges of
inadequate preservice preparation of teachers in I11inois should
be obtained by I1.S.B.E. prior to the development of solutions.

"Teacher effectiveness research" should be reviewed to identify
knowledge and competencies necessary for beginning teachers to
. possess. These competencies should be integrated into the pro-
fessional course requirements in the evenht that they are not
already included. .

The possibility of unrealistic demands being placed upon begin- -

« ning/probationary teachers by L.E.A.'s should be investigated
and, if present, mitigated. I.H.E.'s should not be required to
bear the burden®f an alleged lack of quality of beginning.
personnel in the classrooms alone. .

s ) ¢ .
’

Agencies or Groups Responsible

L.E.A.'s, I.S.B.E), Colleges/Departments of Education

ISSUE V: The impact of special interest groups upon the requirements for
certification often imposes an additional hardship--i.e. fragmen-
tatign and "add on" courses in both elementary and secondary
teacher preparation programs.

90




‘Suggested Policy or Action

An ad hoc study group should be commissioned to examine general

distribution requirements and professional preparation ‘courses

in teacher education. This study should result in a revision of,
- and balance in, the presérvice elementary and secondary curriculum.

This could be part of the I,S.B.E. study of mandates.

u

e ]
Agencies or Groups Responsible

I.S.B.E., Board of Higher Education, I.H.E. '

1)

ISSUE VI:  Areas of specialization are not presently required of elementary

education majors resulting in low marketability and the possibility
of inadequate instruction in departmentalized classes particularly
in the upper grades.

Suggested Policy or.Action . _
One or two areas of- concentration should be required of all who
major in elementary education in the state of I1linois.

Since elementary certification is through grade nine, such a
requirement would provide a broader preparation for classroom
ipstruction. It would also help alleviate administrative con-
straints in the deployment of teachers and staff during times of

financial- exigency.

Agencies or Groups Responsible

"1.S.B.E., L.H.E. . _ .’

ISSUE VII: The responsibility of higher education regarding the quality of

teachers in the public schools of I1linois.

[y

Suggested Policy or Action

. Standards fér areas which are under the purview of higher educa-
o tion should be established to insure quality control at five
- points; 1) admission to the college or university; 2) entrance
into approved programs for teacher education; 3) professional
courses relating to diagnostic/prescriptive procedures in the
Lot 100 hour clinical experience; 4? admission to student teaching
such as G.P.A. of 2.5 and demonstrated proficiency in writing,
speaking, interpersonal relations, mastery of areas of special-
ization, emotional stability etc. and, 5) recommendation for
certification. 91 ' )

’
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Agencies or Groups Responsible °

1.5.B.E., Colleges/Department of Education ~

ISSUE VIII: = There is a need for a more effective coordinatiom between teacher

education prdgrams and public schools.
.‘lA . ‘
P 4

Suggested Policy or Action

An operational framework should Se developed which would promote
an efficient and effective coordination between programs and
perqpndel in public schools and in colleges and universities.

Advisory Councils comprised of administrator-and faculty members
from cooperating schools and colleges should develop a closer
working relationship for the purpose of reviewing and revising.
programs related to the clinical and student teaching experiences.
This Advisory Council would provide the organization to enable
colleges to receive imput for the strengthening of general and
special methods course offerings. )

Agencies or Groups Responsible

L.E.A.'s, I.H.E.'s, I.T.C.B., I.B.H.E.
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GRADUATE -PREPARATION ‘
RECRUITﬁENT INTO GRADUATE SCHOOLS

-

ISSUE I: ~  The need for jmpﬁoving the leadership qua];ﬁies and ﬁractices of
educational personnel in administration and guidance in public -
schools. .

!

Suggested Policy or Action

Closer ties between a formal study of theory and inquiry in_the
clinical settings in the public schools should be created. The
curriculum should be kept current through close collaboration.
with the L.E.A.'s. . : . .

The graduate internship should be structured to include more -
quality time in tge school. '

Competencies for effective principals should be identified and
included in formal course work. Practice in on-the-job activities
should be built into the program at all levels of study.

~

Agéncigs or Groups Responsible
‘JL L.E.A.-LS. IchEc‘S’v IcSchEc’ IcTcCcB'c

-

rd

. . ,
ISSUE II: ~The lack of qualified students in graduate- programs in education.

(v

»

Suggested Policy or Action

Well qualified students could be motivated to enter braduate
programs in education by: 1) publishing and disseminating infor-
_mation depicting the merits of approved programs in graduate
education in I11inois; 2) making Joans available to graduate
students in education with forgiveness features based on effective
service in the public schools; ahd 3) by developing state tax
* intentives. ) -

"’

‘. Agencies or Groups Responsible

: ;"l Q‘

1.5.B.E.; 1.H.E., Legislature

" ISSUE 111: There is a need for more selectivity in the acceptance of graduate

students into advanced degree programs in education.

o~
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Suggested Policy or Action,

Agencies

ISSUE IV:

o

Entrance requirements for approved graduate programs, such as

scores on the G.R.E. and Miller's Analogy Test, should be re-

viewed by the 1.S.B.E. and I.H.E. On the basis of these find-
ings, institutions may need to.adjust their entrance requirements
to higher levels in order to-maintain standards which are clearly
graduate ‘level. '

L.E.A.'s should assist in the identification of potgntial graduate
students with leadership ability'and such other qudlities as may
be designated as entrance requirements by I.H.B.

‘Policies for leaves of absence with matching funds may also serve

as an incentive to attract quality‘graduate students.

or Groups d&sponsiﬁle

1.§.B.E., I.H.E., LLEA, :

Recommendations for certification in.administration, supervision ,
and Egunseling. ’

- [

Suggested Policy or Action

" The I1.S.B.E. and I.H.E. should<carefu1ly study qu;lityfcontrol

at the following points in' graduate programs: 1) admissions;
2) course/field work; 3) at the time of the granting of the
degree; and 4) recommendation for certification. Recommendations

" for improvement should be made, implemented, and monitored

Agencies

ISSUE V:.

through progfam approval process.

Consideration should be given to granting provisional certifica-
tion for two years; full certification may be gManted after two
successful years of work as an administrator or supervisor in
the public school systems. '

Q

or Groups Responsible
I.S.B.E., I.H.E., L.E.A.
The 1.S.B.E. Program Approval process as it related to academic

background and public school experience of the graduate faculty
in Colleges/Department of Eduqatiop.

. .

34
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Agencies

) I.H.E., T.S.B.E.

Suggested Policy or Action

¥

A review of the mission or goals of the college/university should .
be conducted as it relates to program offerings in education.

Information should be provided to the 1.5.B.E. which substantiate
an adherence to the stated policy/mission of 1.H.E. regarding

graduate programs in education, particularly in faculty recruit-
ment, evaluation, temure and promotion practices of - the college/

university. = - '

Provisions should be made, if necessary, for the graduate faculty
to up-date public school background and expertise which relates
to the graduate courses taught--i.e. counseling, supervision,
administration, and school-related -research. * . -

\

-
or Groups Responsible

»3

[
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(PUBLIC SCHOOL DISTRICTS .

ISSGE I:

" - of the effective teachers find it financially rewarding

Suggested Policy or Action/ k "

Suggested ?elfsy 67 Action

RECRUITMENT INTO

¢
-

TERCHING--OTHER SCHOOL DISTRICT POSITEQQEX y

LX)
’ &
L}

- [
Salaries for beginning teachers are not competitive nor‘go man%
to pe- !,

e
<:;\~\,7/&

Salaries should be increased for both beginning and exBerienced "
teachers, A type of differentiated staffing format with
differential pay attached to each level should be implemented.

Supply and demdhd should be-a component of'the'éélary schetiule
in order tolattract teachers in areas of critical shortagg such
as science and math, . . '

main in the classrooms.

n

L3 . :
‘Agencies -ox Groups Respensible .
CLEA's, TAGEL's, 1LS.8.E., 1.T.Ga C,
' :.7 7 A/’ . * ) :
b 7 e .
o . v,
- ISSUE II: - Pro?ﬁsional certification of teachers in aveas of demand.
° . i : ‘\
Sugggsted Policy or Action . )
- . P N .
College programs should De deve;:ggd-to’provide profesgional
»  course requirements that are a part of the approved cePtification.
programs in the state of I11inois for people with degrees in such
curricular areas as science and mathematics. These courses should
»bé concentrated into convenient time frames. The content of
these courses should be identical to the content in the presently
approved programs. - £ . , ’ ’
(Wy ',,‘ : .. ~ 0
Agencies or Groups Respoensible )
1.5.B.E., L.E.A.'s, Colleges/Departments of Education
ISSUE I11:  Thé retehtion of teachers is a problem in I1¥bineis:

7’

. . F

The environment in the school and classroom shoyld be made safe
and conducive.to teaching and learning. . o

B / ¢

+

. .96
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. Class.size "should be taken into consideration along with the area/s
taught as well as expectations for assisting in co-curricular
act1v1t1e§» . '

Classroom teachers should have the authority to 1mplement humane
. disciplin& procedures in the classrooms and be provided strong
adm1nlstrat1vg and community support

Students who are disruptive 1n ‘the regular classroom should be
removed to an area where thdstudent cannot interfere with
other students in the learning process.

Agencies or Groups Responsible . R

L.E.A.'s, I.S.B.E.

N
D




PUBLIC SCHOOL DISTRICTS B I ~

l'ASSESSMENT OF fN-SCHOOL AND DISTRICT HIRING PRACTICES
,'. ) A e

ISSUE I: The hiring practices in many local‘school,districts must bef
: imdloved upon to insure the selection of quality personnel at
all levels. . . g

Suggested Policy or Action

N Each local school district should have a written polid;/;ohcerning
, \X hiring. practices along with a job description for each professional,
O oa - support, and-service position. ’ ' .

A system should be established in local school districts to -
monitor hiring practices which must conform to state rules and
regulations. Interviews for teaching positions should be con-
ducted by personnel in various positions in the school such as

other teachers and department grade level chairpersons. In this -
way, those who work with the teacher will have imput, in the °
selection process. . ¢ - ’ T

Agencigs or Groubs Responsible

L.E.A.'s, 1.S.B.E., Local-Schodd Districts

ISSUE II:.  There fis evid that the connection between Jocal school .
.. districts and teacher education programs should be strengthened
regarding hiring practices to insure obtaining quality personnel.

»

-

Suggested Policy or Action "

Local districts should state anticipated job openings as well as
expectations or criteria for positions. This will assist indivi-
. duals seeking employment as well as I.H.E.'s in making -appropriate

.

recommendations for quality personnel. .
Agencies or Groups Responsible ) ’ .‘C
L.E.A.'s, I.H.E.'s A
, ISSUE I11:  Teachers who transfer to I11inois from other states may have a

negative éffect'on the quality of personnel in our schools.

98
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| Suggested Policy or Acti;n

‘Prospective school personhel who have completed programs in
other states must undergo careful transcript evaluation to insure
that they have had traiming comparable to that of persons com-
pleting approved teacher or administrative programs in I1linois.
If not, this training,must be obtained prior to certification

- and employment

Agencies or Groups Responsible

) I.S.B.E. _ R
- ISSUE IV:  -The probat1onary period pr1or¥to a tenure decision is too short
to provide adequate information for a-fair and equitable treat-
. ment of the beginning teacher.
Suggested Policy or Action X\K

The probationary.period should be extended in order that the
administrative staff is afforded sufficient time to provide
technical assistance as well as time for remediation when

) needed.

The criteria for granting or W1thhold1ng tenure should be speci-
‘ fied and adhered to in this process. The 1.S.B.E. in collabora- s
AR tion-with L.E.A.'s and the I.H.E. should develop explicit criteria
- : to assess teaching performance and provide profess1onal develop-
ment funds and plans to support the necessary inservice programs.

Recommendations for new teachers should always be\obta1ned by the
L.E.A. from the I.H.E. regarding academic performance and during
student teaching.

Agencies or Groups Responsible . \\, |
1.S.B.E., L.E.A. 's, LH.E.'s |




ISSUE I:

~ ;o S
PUBLIE SCHOOL DISTRICTS **

ASSESSMENT OF ON-THE-JOB PERFORMANCE

°

Current evaluation procedures for professional public school
teachers and other certificated personnel in I11inois dfe not
sufficiently systematic and do not effectively improve on-the-
job performance.

Suggested Po]icy or Action

The 1.S.B.E. should establish a comprehensive process for the
assessment of performance which will result in continuing pro-
fessional development of professional educators based on
"needs" assessments. '

Criteria should be identified from research that relate to success- .
ful teaching performance. This must be tied to assesspent instruments
and technical assistance. This should be delivered in a timely
manner through local Professional Development Centers.

Colleges/Departments of Education would provide appropriate
services through collaboration with the Professional Development
Centers of the local school districts/regions.

w

Agencies ok‘Groups Responsible '

"ISSUE.II: -

1.S.B.E., L.E.A."s, I.H.E.'s

Evidence collected for use in making retention or dismissal
decisions for probationary teachers is often inadequate and may
include inappropriate kinds of information. '

v

Suggested Policy or Action

Criterion-referenced supervision should be used over a perfﬁd of
time sufficient to alloy for remediation as indicafted. .

The Professional Dévelopment Center should perform regulatory
and assistance types of functions during the probationary period.
Administrators should include other personnel in the summative

evaluation or final dec;gion-making process.

Agencies” or Groups Responsible
] S

L.E.A."'s, I.S.B.E. .
D
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ISSUE III: On-the-job assessments of tenured teachers are not sufficiently
. . frequent nor are they specifically designed for the purpose of
improving instruction. ..

.o

_ Suggested Policy or Action

Tenured teachers should be evaluated on a systematic schedule, =
for continuing professional development. Some teachers may wish
to obtain certification in other curricular areas where the need
exists. Colleges/Departments of Education should design programs
for the purposes as stated on a collaborative basis with L.E.A.'s.

Assessment of on-the-job performance should be a tool to aid
professional development as well as to support retention-dismissal
decisions. Beyond the initial probationary period, the two

functions must be discrete. It is recommended that both self-
analysis and peer review be involved in the assessment process.

Agencies or Groups Responsible

L.E.A.'s, I.H.E."s, I.S.B.E., Legislature.
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PUBLIC SCHOOL DISTRICTS ' /

CONTINUED PROFESSIONAL DEVELOPMENT (INSERVICE EDUCATION) g
ISSUE I: Full cértification is currently awarded prior to the demonstra-
’ tion of satisfactory teaching performance during the probation-

ary period for beginning teachers. .

Suggested Policy or Action )

Provisional certificates should be granted to beginning teachers
and full certification be recommended only when tenure is earned.

.Agencies or Groups Responsible

I.S.B.E., L.E;k.'s. [.H.E.'s

¥

ISSUE II: Effective continued professional development programs for begin-
ning teachers are inadequate in most cases because of the lack
of concise plans, funding, administrative personnel, and the
expertise to do the job.

Suggested Policy or Action  °

Vo A workable plan for the continuing professional development
. of beginn$$g teachers should be developed by the 1.S.B.E. in
collaboratYon with representatives from L.E.A. and I.H.E.

Agencies or Groups Responsible

"1.S.B.E., L.E.A.'s, I1.H.E.'s

o

ISSUE III: The simultaneous implementation of several continuing profes’lonal
development programs results in fragmentation and ineffective
programming.

) Suggested Policy or Action

Long range plans for local school districts should be developed
following quidelines set forth by the 1.S.B.E. for continuing
- professional development programs. Approval of individual
' district or regional plans should be accompanied by suffieient
funds to do the job. ’/ﬁ




Agepcies

-

ISSUE 1V:

e . /
. /
Colleges/Departments of Education should be available to assist
in the development and interpretation of "needs" assessments and
programs for meeting the long and short range goals as stated.

or Groups Responsible

L.E.A.'s, I.H.E.'s, I.S.B.E., Legislature

Many of the staff development offerings are provided on a'region-
al or district level and do little to solve problems in the
.§chool and classroom. .

Suggested Policy or Action

Agencies

Continuing professional development should be individually tai-
lored when results of assessments indicate that this’ is necessary.
Individual records should be kept and credit given for the comple-
tion of courses, seminars, etc. '

"Ifn-school" inservice is recommended because it has been found

. to be very effective. When the principal and faculty are

committed to a particular type of inservice or change based upon
a schoolwide, departmental or grade-level concern, results are
generally positive.

Adequate funding is essential to support an organizational
framework for the delivery of inservice programs. An effective
continuing professional development program will do much to
alleviate problems related to the quality of personnel in the
public schools of Illinois.

or Groups Responsible

1.5.B.E., Legislature, L.E.A.'s, I.H.E.'s

Institutions of Higher Education with teacher education programs

are not fully utilizing resources at their disposal for relevant

ggntinuing professional development services to local school
stricts. ' ‘

Suggesté& Podlicy or Action’

Resources, such as well-prepared staff members and space if
necessary should be made available to local school agencies to
assist in the development and implementation of effective pro-
grams for continuing professional development.

The 1.H.E. reward system must take into account contributions to
the professional development programs of L.E.A.'s.
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Models for quality inservice programs for the development of 105
quality personnel must be formulated. The following depicts a .

“working model" which may be-useful as a starting point for this

project. A collaborative effort should be made by representatives

from L.E.A.'s and 1.H.E. to work with staff from the 1.S.B.E. and
Teachers Professional Organizations for this purpose. :

MODEL FOR A COLLABORAT IVE ASSESSMENT AND PROFESSIONAL o
_ DEVELOPMENT PROGRAM ' '

A

> LEGISLATURE &”

—

) SBE ‘ | IBHE
EDUCATIONAL SERVICE s . .

?EGIONS > DRVELOPENT CenTER &
, _DISTRICTS o o
-CITIZENS ,

"EDUCAT IONAL PERSONNEL ) \ .

-

L

»

Professional Development Center . _ ///‘

Linking structure
Technical assistance function

Resource analysis within region

Assists in design of assessment mechanisms

Gathers development needs ’

Broker resources -

Links region with resources in other regions , '
Region-wide research in continuing professional deve lopment
Develop annual continuing professional develoment plan

WO NAUCIDWN —
[ ]

0

Make-up

1. IHEs &
20' LEAS . “ >
3. -Regional service personnel

Funding Sources

.- Fees enllacted by reqinnal superintendent
HECA funds ~

District funds

Block-grant monies

. -Hew money from Legislature

1
2
3.
4
5
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|, - - CLASSROOM TEACHERS . Final Draft for:
) ) “Panel of Panels"
UNDERGRADUATE TEACHER PREPARATION Springfield Hilton

- December 6-7, 1932

RECRUITMENT INTO TEAhHER PREPARATION PROGRAMS

ISSUE I+ , The low esteem for teaching as a. career, as perceived by the
public and school personnel, has a negative influence upon
talented high school seniors and those in community colleges
n the selection of the teaching profession as a career goal.

A

Suggested Policy or Action

A policy should be established to achieve salaries which are
competitive with other professions with similar amounts of
training and to jncrease the minimum salary in the School Code.

Develop and implement a vigorous program aimed at public aware-
ness of the critical importance of formal education to our demo-
cratic society. T.V. programs, radio spots, newspapers and
printed materials should highlight good things about teaching
: and learning in I1linois public schools. A positive "offensive"
. should be launched through the media, in schools, and local
. comnunities.

&

High schools and community colleges should involve all personnel,
) particularly counselors, in the identification and encouragement .
"~ of students who show an aptitude for teaching in order that these
students may consider teaching as a viable cakeer option.

4 .

. Groups or Agencies Responsible

~ L.E.A.'s, 1.S.B.E., I.F.T., I.E.A., Private sector/media

ISSUE II: Theke is a shortage of talented minority students who select ' P
teaching as a career. .

Suggested Policy or Action

Minority students who demonstrate an aptitude for teaching
. should be encouraged at both .the high school and college levels
to pursue a career in teacher education. .

-
o

Groups or Agencies Responsible

L.E.A.'s, I.H.E.'s
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ISSUE III: The working conditions of teachers are such that many able
students are not interested in preparing for this profession.

/
Suggested Policy or Action

Working conditions will improve thrdugh collective bargaining.

Teachers need to be recognized and appreciated in the schools and
communities they serve. : :

Support systems should be strengthened in the schools and
technical assistance made available without fear for job security.

Groups or Agencies Responsible

L.E.A.'s, I.S5.B.E.

ISSUE IV: The communication system between secondary and'college education
is ineffective in most districts in I11inois as it relates to
the recruitment of teachers into the preparatory programs.

Suggested Policy or Action,

A communication system between L.E.A.'s and I.H.E. should be
developed which includes clear academic requirements for admisSion,
including high school curriculum, scores on ‘the S.A.T. and/or
A.C.T., class rank, and teacher recommendations. Representatives
from Colleges/Departments of Education should get out in the
“schools on Career nights et¢. A review of standardized test

scores by the high school would assist in the identification of
potential teachers.

A survey of a random sample of'college juniors should be under-
taken to ascertain why the students did or did not select.

teaching as a career. This would be useful in developing workable
plans for recruitment.

¥

Groups or Agencies Responsible

L.E.A.'s, I.H.E., I.5.B.E.

ISSUE V: Very little is being dope in I1linois to recruit able people into
teacher education programs in areas where critical shortages exist
such as math, science and vocational education.




Suggested Policy or Action

Such things as loans, scholarsh1ps and tuition waivers should be
instituted to encourage able students to prepare to teach in
areas of critical shortage. The repayment of loans would be
waived after five years of teaching in the public schools of
I1linois.

Efforts to employ non-ce;:~W1cated persons to teach in the public
schools by issuing provisional certificated and approvals by-pass
the program approval process and have a negative.influence on the
quaTity of personnel ini-the schools. These people mist be re-
quired to complete an approved teacher education program prior to
employment.

When teaching becomes’more attractive, there should be no areas
of critical shortage. Therefore, the need for loans, scholar-
ships and tuition waivers should no longer exist. “

Groups or Agencies Responsible

L.E.A.'s, 1.5.B.E., I.H.E.
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UNDERGRADUATE TEACHER PREPARATION . ‘
ASSESSMENT IN TEACHER PREPARATION PROGRAM T

-’
¢ .

ISSUE I: Standards for admission into teacher education programs vary
- extensively. - . /

}(lf
“a " . Suggested Policy or Action -
oa Strengthen standards for. admission by requiring more stringent
_ minimum requirements in the program approval- process. Require-
ments should be based upon miltiple criteria - G.A.P., S.A.T./»
A.C.T., faculty recormend ns, interviews with students, etc.
. The number of students being admitted to teacher education pro-
L grams who are not meeting the standards, i.e. basic skills and
background course work, should not exceed 10% and individual
program plans to remediate deficienges should be developed and
implemented for those students prior to full admission.

Articulation between community colleges and senior level institu-
3 . tiong o; higher edgcation needs to be improved to insure uniform
standards and requirements. R;’J

) N .‘/ ".',\ . . 7 >
Groups or Agencies Responsible . L
) - o 1.5.8.E., Colleges/Department of Education
. S | , | ' ) |
* ’lgguE II: It is not always clear at what points and on what minimum
standards of perfoymance agsessment in teacher, preparation pro-
grams_occur as students progress through the program. - C

L]
=3

Suggested Policy or Action / A ‘ ' A K

Precise points should be_Qg]ineated for qu&]ity control such'as:

1. * Requirenents for entrance into the Teacher Education
Program at the college or university. :

2. During the 100-hour required pre-student teaching |
experience. It is recommended that these professional y
courses include diagnostic and prescriptive procedures
for remediation. This should be developed in cooperation

with public school personnel. ,
3. 6.P.A. requirements with recommendations from professors
v in student's major and minor fields of concentratfon,
with character references. . -

—

'”.l(’ » , .
8 v . \




Pt - e 4. Prior’%o,'during, and at the end‘:) the student. teaching .
IR .ol ‘experience by well prepared university professors with °

. reasonable supervisory loads; and qualified cooperating .
Lo teachers who have time-and expertise to do “the Jjob.

5. Before being approved for, certification students should ..
A\ meet minimal,requiremen§§ in basic skills (reading, ,
~ - Writing, math reasonihg ‘and computation), prove adequacy "

. . in major and minor content areas, and demonstrate suc-

-~ , : cessfully that they possess teaching skills (rapport

: v with students, classroom management, etc.) through
student teaching evalugtions. Colleges/Departments of .
- _ B Education could then document such exit skills as intel-
' . - N lectual achievement, social abilities and teaching per--
42/~‘7 = formance priof to recommendations for certification.

Groups or Agencies Respo#é*hlg ’

1.S.B.E., Co11eges/era;tments of Education, L.E.A.'s, Teachers
‘ Um‘onE ‘ ' . \

.-

~F
&

ISSUE 1II: Admission policies fqr student teaching brog}gms vary extensively
: and academic rigor may not almays be required. Pre-student teach-

o c ing clinical experiences also differ h quality. *

~ Suggested Policy or Action

: R Coordinatien between I.H.E. and-teachers at the L.E.A. must be
- 7 . improved so that’ cooperating teachers are properly oriented as
/,__;// : : to their role and responsibilities and are not inundited with
unsupervised college students.

o . .
_qugrds and compensation for teachers who have student teachers
in“t

heir classrooms_need to Be improved.
: ’ - Frequent supervisdry visits by qualified and. experienced college .
* . faculty must be required. : : ' o . _
Groups or Agencies Responsible \
7 1.5.8.E., 1.H.E., L.E.A., Teacher Unions
* - ISSUE IV: Clihical_experiences'hnd the amount of time allocated for student

teaching .vary extensively in I1linois.

4




Suggested Pol1cy or Action

S . . The 1.S.B.E. should increase time requirehents for student teaghing
~ to a semester or two quarters. Time for qual1ty supervision
. of clinical experiences and student teaching in the public schools |
> could then maximize benefits to all concerned. .

J . : . .o
Groups.or Agencies Responsible

1.5.B.E., L.E.A., Colleges/Departments of Education L .

|

- . |
. . |

P T

|

ISSUE V: ° Antiquated course requirements for certification.

\

Suggested Policy or Action

The professional course requirements for teachers should be
restructured and updated to include new areas. Such things as
career education and computer work may be integrated into
appropriate courses.

' " There should be a brief orientation into professional organ1zaz1
' tions for student teachers on campus and in the schools.

Groups or Agencies Responsible

1.5.B.E., L.E.A., I.H.E.

a

= ISSUE VI: Matriculation of transfer students from community colleges and
out-of—staz\ universities.

R ’

Suggested Poligy or Action ’

Trahsfer students should have the same prerequ1s1te courses
and clinical experiences, G.P.A.'s, S.A.T.'s, etc. ag, anyone else
45 entering a teacher education program . ,

Groups or Agengies Responsible

Community Colleges, I.S.B.E., I.H.E.

ISSUE VII:  Standards and guidelines for public schools and colleges of -
. education regarding the placement and supervision of prospective
teachers during the clinical and student teaching experiences.

S T 1




Suggested Policy or“Action

§tudent tedchers should be placed with a cooperating teacher having
a M.S. degree and at least five years of successful classroom
experience in public education. Cooperating teachers should have
one period per,day released time to work with a student. teacher.. -

Schools should be réquired to meet specific standards, such as the
ones stated above, for the acceptance of prospective teachers for
the clinical and student teaching experiences. Guidelines should

-be establislied for selecting cooperating tedchers and for college

professors. This should be a state-wide endeavor involving the
groups identified below. _—_ ' -

Groups or Agenciei Responsib]e.

Professional organizations-for teachers, principa]s and. higher
education and the I.S.B.E. .

5
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ISSUE I:

- Suggested Po]1cy or Act1on

- GRADUATE PREPARATION
RECRULTMENT INTO GRADUATE SCHOOLS

-

Admission standard$ ‘for graduate programs in Administration,.
Supervision, Counseling and the Master of Arts .n Teaching. ,

-

L A
]

Enédurage “1nter-col]eg1ate" standard- sett1ng so that.more uniform-
ity exists for quality of the advanced degrées. An over-all” r
undergraduate G. P.A..of 3.0 and-definite cut-off for the G.R. E..

or Millers Analogy’ Test for .admission and five years of successfu]
classroom teaching experience which includes an assessment of the
"people management sk111s“ potent1a1 of candidates. . ° :

' -
' -.

All graduate programs in adm1n1strat1on and supervision shou]d
include a f1e1d-re1ated course in staff evaluation.

2
o ‘e
. . '

- -
. -

Groups-or AgenCies Responsible

1.H.E., 1.5.8.E., L.EdA.

‘ ISSUE II:  Clinical éxper1ences connected with obta1n1ng grad ate degrees
. vary in length and quality. .
r ' BRI

Suggested P011qy or Action

Groups or Agencies Respgnsible

/
Policy should be established requ1r1ng success ful complet1on of
clinical experiences of sufficient length and breadth as to in-
_sure exposure to: (1) the development of; and (2) competencies
in program areas in order to provide for adequate eva]uat1on of
the candidates potential for success.

Candidates should be required to show evidence of prof1C1ency
in areas of future responsibilities, i:e., teacher evaluation,
interviewing techniques, conferenc1ng, ability to’interpret
research, etc.

Exit criteria must reflect competency 1n a]l essential areas
for which the cand1date is cert1f1ed e

|
.l Y “?vo

1.5.B.E., T.H.E., L.E.A.
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PUBLIC SCHOOL DISTRICTS

RECRUITMENT INTO TEACHING--OTHER SCHOOL DISTRICT POSITIONS

A ¥

-

- ISSUE I: Rrofeséjpnal standards and ethics in recruitment and hiring

]

practices in local school districts.

Suggested Policy or Action

-
-

Policies for recruitment and hiring in local districts must be
stated in writing. The adoption of an "appeals process" is
necessary,for professional educators to use if violations of
these.policies occur. Collective bargaining must be relied upon
for-thisipurposg in school districts without I.E.A. or I.F.T. .
recognition. : ) :

Group of-Agencies Responsible .

L.E.A.'s, 1.E.A., L.F.T.

.

ISSUE I1I: " Declining ehréfihents with a corresponding reductian in force, ‘
- has reduced the nuinber of minority teachers, particularly black,

males, *in many school gistricts. .
Fol 4

B N

." { ]

-

'
AR Y
.

Suggested Policy or Action Lo

. A éystemat{d‘énd well publiciéed effort ‘should be made by the **

- * personnel staff in L.E.A.'s to contact colleges, universities

and RIFFED teacher 1ists throughout the state to.obtain or - -

maintain a defensible quota of minority teachers. Black males =
are needed- as teachers and role models in elementary schoo]s.

- - Group or Agencies.Respon;ible

e o

L.E.A.'s, I.S.B.E., I.E.A., L.F.T.

ISSUE IIT: Recruitment efforts do not always include accurate descriptions
of Job responsibilities.

Sugges ted Polic& or Action

< Each district position for certificated personnel must have an
- accurate job description. When multiple curricular areas-are '
° required and specific extracurricular. responsibility is necessary
for employment, it should be so stated. The quality of the
instructional program should be- the determining factor in the
‘recruitment of teachers. -

A '113
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Grdﬁ; or Agencies Responsible

- ISSUE 1V:

Extra duty pay needs to be increased so that it is commensurate
with responsibilities. If we are really interested in quality
control; let's. be honest: hire coaches to coach and teachers to

teach!

Recruitment into teaching areas of critical shortage depends on
$alaries, working conditions and benefits but also upon the amount
of flexibility in the program. For example, vocational/technical
areas need flexibility within specified guidelines. R

4

L.EAA.§ L.EA., LF.T., 1.5.B.E.

There are'preséhtIy many certificated teachers in I11inois who are
not' working, are in other lines of work, or their certificates
have expired. . .

- ‘Suggested Policy or Action

Determine causes for teacher dissatisfaction amon? those who are
- currently employed and take steps to correct them

Increase salaries so that effective teachers can afford to return

to teaching. The minimum salary should now be at: least $20,000 .

.and increase to around $40,000 in ten years or less. The beginning

teacher's salary should never fall below the median income for
workers in I1linois. ' . . :

Make the re-entry process attractive, accessible, and:challéngdng.
1.H.E.'s should assist L.E.A.'s in developing, advertising, and
delivering the necessary course work in reasonable time framés.

This group of potential teachers may need current information
in areas of specialization or to update teaching skills and
I1.H.E. should plan programs for this purpose. School districts
may then wish to recruit these people for substitute work, part-
time teaching or extra-curricular responsibilities along with
-fi11ing vacancies-as the case may be’

»  Group or Agencies Responsible’

4

" I.M.E., L.EA., LE.A., L.F.T.; 1.5.BE., LegisTature -

ments of Education and L.E.A.'s in reference to hiring practices.

v

sy,
.
.

o . 1'1_4'

-

There is a decided lack of.coordination'between Cb]]eges/Depart: S

9




* . Groups or Agencies Responsible - o }7

Suggested Policy cr’Action

I.H.E. and L.E.A.'s should develop a systematic operation for
the recruitment of qualified teacher graduates. This is viewed
as being beneficial to both agencies and would improve the
quality./of personnel in the schools. e e

' T‘,’ i)

Group or Agencies Responsible

L.E.A.'s, I.H.E. .

ISSUE VI: Information regarding job availabilify and certificated applicants

is lacking in the public school districts in I1linois.

Suggested Policy or Action

A computerized 1ist of available jobs with pre-requisites for
employment should be published by I.5.B.E.. Riffed teachers could .
then apply for«these positions along.with other certified appli-
cants. Reciprocity with other states could serve to improve the

employment picturé for teachers nationwide.

Job sharing or part¥time work for those who desire it should be
instituted in I11inois without loss of tenure.

Small school districts could combine classes in curricular areas

where there are insufficient students to warrant a full-time
"teacher. ¢ °

Consolidation of L.E.A.'s should be encouraged/mandated. Teachers, .
such as those in vocational/technical areas, higher math, physics,

Chemistry and the upper biological sciences, could then' teach
in their majors and students would benefit. ’ ‘

1.5.B.E., L.E.A.'s

-
el g
chq
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PUBLIC SCHOOL DISTRICTS
ASSE;SMENT OF IN-SCHOOL AND DISTRICT HIRING PRACTICES

-»

ISSUE I: L.E.A. hiring practices are criticized in many districts because
.. policies for hiring, with accurate job Uescriptions for avajlable
positions, are either not available or clearly'understood by
teachers or the public.
Suggested Policy ar Action - ‘ o g

Personnel efficers and/or principals should be given time and
resources to recruit the best qualified candidates for the
position.

Clear policies for hiring qua]ity professiona] personnel in L.E.A.'s
must be stated in writing and adhered to. In the implementation

of "Equal Opportunity Employment,evidence of recruitment efforts
and fair practice in relation to-hiring minority groups and

women (particularly in administrative positions) should be made
available to the public upon request.

Groups or Agencies Responsible

L.E.A.'s, 1.E.A., L.F.T., L.S.B.E.

| ISSUE II: "Raiding"

Suggested Policy .or Action

When teacher& are "raided", and they are, the L.E.A. doing the°
raiding should be required to pay the penalty for breaking the
contract etc., not the teacher.

Contract-breaking should be a separate issue to be resolved by
the certification board.

.\ '

Groups or’Agencies Responsible ) ‘ | R

. o L.E.A.'s, I.E.A., I.F.T.

ISSUE III: Restraints upon hiring the best qualified candidates for teach-
' ing positions. -




119

Sugggéted Policy or Action

The candidate's willingness or ability to accept extra=curricular

assignments should not be the deciding factor in hiring class-

rooT teachers when the obtainment of quality personnel is the
_goal. : .

Groups or Agencies Responsible

L.E.A.'s, 1.E.A., L.F.T.

ISSUE IV:  Suspension of_teachers certificates.

/
Suggested Policy or Action

-

"Just cause" should be the basis for certificate suspension because
-, this process properly addresses the problem of "unprofessional
conduct”" charges. ‘

Groups or Agencies' Responsible )

L.E.A.'s, I.E.A., I.F.T.

iSSUE V: Many L.E.A.'s are currently hiring candidates who are certificated
.o "~ in two or more areas. .

Sug§e§ted Policy or Action | ‘ ,

Prospective teachers should be informed of this change and the
I.H.E. should begin early advisement programs to enable students
to make appropriate preparation for job procurement. Graduates,
currently on the job market, should be advised to take appro-

. priate steps to become qualified in areas where demand exists.

Groups or Agéncies Responsible

. L.E.A.'s, I.H.E.

ISSUE VI: - Certain urban and rural areas in I1linois find it difficult to
“hire teachers because of negative attitudes about the geographic o
' ‘areao B LI -

1 4
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§ﬁ§§e§fbd Policy or Action
. _ These places should -advertise and emphasize the advantages of living
. and working in a particular locale. There should be a utiliza-

“ tion of community resources.and support to develop brochures '
L ] regarding area attractions such as living and working conditions:~

Groups or Agencies Respunsible

L.E.A.'s, Local Businesses ' T

W
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PUBLIC SCHOOL DISTRICTS "

- ASSESSMENT OF ON-THE-JOB PERFORMANCE

ISSUE I: Current evaluation procedures are inadequate or lacking in most .. ..

schools and do not result in an improvement of the quality of
instruction received by their students.

Suggested Policy or Action

Teacher evaluation should take place annually for the purpose of
helping teaghers. and other certificated personnel to do a more
effective job with students. .

T T4 B
Evaluation for the purpose of improving instruction/performance
rather than as a punitive measure woug% entail such things as: .

1. Looking at student achievement in terms of instructional -
. _ goals rather than using subjective ‘administrator judgments about
‘the teaching process.

. 2. Require that L.E.A,'E develop criteria for assessment purposes
.o through committees comprised of people representing the cate-
' . ' gories of personnel to be evaluated. !

. 3. Evaluators such as principals should receive training in
° "~ ©  deykloping or improving conferencing skills and in working with
teachers in the evaluative process. ' -

4. Diagnostic and remediation procedures should be designed $o

that technical assistance is available when -the teacher or

princifal needs it. Time for remediation should be built into

the system and teachers must be rewarded for seeking this assis-
"~ tance. .

Groups or Agencies ReSponsible',

1.5.B.E., L.E.A.'s, Teacher Unions, Legislature

a
+

ISSUE IT: Beginning or probatignary teachers are not treated fairly in
many L.E.A.'s ip-H1inois. It seems ludicrous that we go through
all the aforementioned procedures and then assign these teachers
unrealistic teaching/extra-curricular loads and responsibilities;
not to mention wholesale dismissal at the end of the first year,
only to rehire for the next term! '

Suggested Policy or Action

4

The following steps should be taken to assist probationary

teachers:
o 1. Frequent evaluation with appropriate and sufficient assistance
ERIC in remediation procedures. o
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Groups or Agencies Responsible

-

ISSUE I11:

2. Equitable teaching’ loads must be assigned.

3. Dismissal should be only on grounds delineated in "just tause" .
policies. "

4. Alleged charges against teachers, probationary or tenured, .
should be put in writing after evidence that unsatisfactory
performance has not been remediated. Copies should then be
submitted to the teacher, the local school board and the
building Union "Area Representative" A/R. v

5. The teacher should be given a speedy hearing by the school

board at which time _proof is submitted. Should the teacher's
innocence be proven and charges dropped, harassment from the
administration should not be allowed.

4

)
L.E.A.'s, I.E.A., I.F.T., I.S.B.E.

’

Evaluation of teachers for the improvement of instruction is not
carried out successfully-in most public schools in I1linois.

\ Suggested Policy or Action -

Evaluation to improve instruction (formative) should be conducted in
a threat-free manner and separated trom that which is carried out
for probationary teachers (summative). Evaluation related to
charges of incompetency or unprofessional conduct (summative)

should also be separate. Teachers would appreciate recog-

nition for jobs well done during this process.

Grohps_or Agencies Responsiblg

L.E.A.'s, I.5.B.E.



ISSUE III: Inservice is not always based upon needs in the schools.

\

PUBLIC SCHOOL DISTRICTS
£
CONTINUED PROFESSIONAL DEVELOPMENT

o

ISSUE I: There is nc state agency definitign of ihservice.

Suggested Policy or Actions

Continued professional development, staff development, and
inservice are terms which are used in I11inois. The 1.5.B.E.
should decide upon a name for the process. The activities
related to the process range from the sublime to the ridiculous
throughout the state. A definition of what the process should
entail along with the establishment of limits ds to what this

money and time could reasonably and profitably pe used for, are .
issues which must be resolved by the I.S.B.E. - _

: AN
Groups or Agencies Responsible
. I.S.B.E., L.E.A., I.H.E.

d

ISSUE II: state and local resources for inservice

2 are not always used to
the greatest advantage in I1linois. - .

Suggested Policy or Actions

. The 1.5.B.E. should increase the amount of resources avail-

% able for inservice in 11Vinois and make recommendations for max-
imum use. School districts are not always aware of the avail-
ability of many of these resources and this should be corrected.

Groups or Agencies Responsible

1.S.B.E., Legislature \_

Suggested Policy or Actions S

Needs" assessments should be conducted in schools to determine the
types of inservice programs to plan.

12]




ISS!E§IV: “Funds for inservice are inadequaté to meet the ;leds of teachers

[ d

¢ e, 4
Groups or Agencies Responsible

® EAS

-

in this rapidly changing society.

'-
\

SuggeSted Policy or Action

»"5 The Legistature ?haII allocate $5.00 per pupi]ngch'&ear to
" initiate apprdpriate inservice prograts g}atew&ﬂeg}

Y. i
Each schoql district shall allocate 1% of thefﬁﬁgfabfngvaQQet
for inservice. ' T Rt

Ll -4

‘ »oC - ¢ 'iégb 2
Groups or Agencies Responsibl ‘ TN . .
Legis‘ature’ I-S-B-Eo’ L-E.A.'S ) / ‘ : “ .
o IS ) . . “ < . - R -
ISSUE V:  The structure for inservice-education in I11inois is weak with

Tittle or no direction or monitoring by the 1.S.B.E.

(-] .
’ - .

Suggested Policy or Action

Each L.E.A. shall file a five-year plan with the 1.S.B.E. as to

the content of inservice activities based upon needs. ‘The ,
nd - releasing of funds for this long-range plan for staff development

will be contingent upon approval by the state superintendens”

. \
1 o
o

Groups .or Agencies Responsible
. I-ScBoE- ] L-EOA.

u

4

ISSUE VI: The operation.'fewards,content.and delivery of inservice activities
leaves much to be desired in most L.E.A.'s in I11indis.

Q < J

. Teacher invoIvemept in pIanniné for inservice is essent¥aT:
A11 programs myst be evaluated by participants. ’

The rewayd system for inservice activities should include reim-
bursement for college courses, college credit, re]easeertime or

R

. Suggé%tqd.PoI{cy“br Aétion

-




) _'; Groups-or Agencies Responsible

—

-

ISSUE VII:

Sugge

. Group

- / ’
ISSUE VIII

q

4

. Sugge

] s .

‘pay. Uggard\mobility‘affoﬁded by advanced degrees and demonstrated
competency in field should be encouraged. .

- Inservice actjvities should be ‘structured to include travel to’
professional-meetings and conferences, research, publications,
attendance at professional and personal development workshops,
student teachers and clinical students, supervision, N.C.A.T.E.,
visitation etc. Opportunjties for sharing among teachers in thf .
school- and between schod%s should be provided. Talent in local

- districts should bé identified and used in inservice programs

".Whgn needed. : » : o

.- Additional timeifor.parent-tggcher conferences should be provided
in order that valuable staff developmeng‘programs are uninterrupted.
Such«<things as bilingual'education and mainstreaming that address

the needs of diverse school populations should be included in
jnservice programs. : : ' S

°

125
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N\

L.E.A.'s, I.S.B1E.

!

——

P

Inservice prdﬁréms addressing the needs of}bqpinning teachers aif
not available in most schools in I1linois. B

&

s

sted Policy or Action |
" Special inservjcéiprogréms Shbuld be planned for beginning teachers
in I1linois to give them evkry advantage possible. -Such things as

» orientation to the school- district, and technical assistance should

be provided when necessary. _ . . -

==

-

rd

A

s‘or_A&%ﬁcies Responsible -~ "\~ -
LEA's, I.S.BE - = ‘

;o Certificate Renewal

. + .\ - 3/
3§§§ Policy or Action

&

A five-year requirement.for certificate renewal for all-gerti--
ficated pubTic school personnel should be studied by the 1.S.8.E.

-, and the Certification Board so that hqurs credit or I.C.U.'s are
tied to professional staff development programs. .These credits
could be used for advancement on the salary schedule. ‘
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‘Groups or’Agencies‘Responsible ' -

- 1SSUE IX: »

'Y

a .
Suggested Po]1cy or Act1on ' . -

Groups qr-Agehcies Responsible

_L.E.A., 1.S.B.E., L.R.E. : ,

Planning shall 1nc1ude recertification and continuing staff

4The present system of inservice educat1on does not sufficiently

5} who rattle on for hours on subjects that many times do not pertain .

~sions are usually non-informative and cannot be applied to the ‘

- be -most beneficial in a direet classroom setting, e.g., inservice.-

' applied, cultural relations to better understand the cultural

-Colleges/Department of Educat1on should be 1nvolved in planning
for these requirememts. With current lower enrollments, most

have time and staff which could be made available to local . o
school d1str1cts .

deve)opment programs for superintendents, building adm1n1strators ‘
as well as K-12 classroom and K-12 special teachers

< ®

1.S.BX., L.E.A., I.H.E.
o L Y

meet the needs of teachers in terms of profeéssional development.
Most inservice programs are geared-toward guest lecturing speakers

to-real school problems at all. Moreover the mini-workshop ses-

cladsroom situation.

Teachers shou]d be consulted on the types of programs that would
programs on behavior modification that could be rea11st1ca11y

differences of minority students,‘and.shar1ng motivational tech-

niques to stigulatévclasses in which interest might ordinarily be
lacking. . Nek approaches to delivering inservice are needed. In . °
general, less Tecture and more, act1v1ty-or1ented workshops would

be appreciated.




